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There is a consensus among scholars that development of a country's 
human resources is essential for sustained economic growth. There is an 
abundance of literature on developing countries where the emphasis is on 
capital shortage and surplus labour as the impediments to economic growth. 
There are few studies, however, concerned with situations where surplus of 
capital and shortage of manpower in quantitative and qualitative terms are 
the real problem. Kuwait is just such a case . At the core of the country's 
labour and employment profile is the dominance of foreigners in the labour 
market. The growing share of foreigners in the population made Kuwaitis a 
minority in their own country.
A combination of socio-economic, political and cultural factors has 
made the issue an increasingly sensitive one and a major area for policy 
concern. The government adopted a Five Years Development Plan (1985\86- 
1989\90) with the prime goal of balancing the country's population by the 
year 2000. 'Kuwaitisation' -the gradual replacement of non-nationals with 
qualified nationals in public and private sectors- spearheaded the plan. 
This study is an empirical investigation of the Kuwaitisation policy to 
assess the prospects of its success.
The uniqueness of the Kuwait economy and its labour market 
characteristics influence the nature of the research problem and 
necessitates adjustment to conventional modes of analysis and limits the 
relevance of the usual neoclassical as well as development economics 
assumptions and prescriptions. This is reflected in the methodology used, 
which sought to explore issues at the macro as well as the micro level, and 
made use of the statistical analysis, interviews, case studies, and opinion 
survey to collect required data.
Kuwaitisation has been viewed in the context of the country's 
distinctive economic, social, and political set-up, and compared to other 
countries' experience such as *Africanisation*.
Analysis in the macro level reveals that there are some structural 
problems, in particular the smallness of native population, inconsistencies 
in government employment policies deficiencies in the . education and 
training system, negative attitudes towards female employment and manual 
work.
At the organisational level difficulties encountered include: 
inadequate manpower planning, non-availability of the required skills among 
Kuwaitis, manpower cost in terms of the relatively low pay for non-Kuwaiti, 
lack of management commitment and unfavourable attitudes.
Also, questionnaires have been conducted to supplement other methods 
of data collection for this studies. The questionnaires results showed that 
still social factor towards female employment and particular jobs a major 
problem facing Kuwaitisation.
The study concludes by explorating the policy implications 
particularly reforms are needed. Finally, the implication on the theory is 
considered as 'Kuwaitisation' obviously adds a great deal to the existing 
body of Knowledge on the employment issues in developing countries.
viii
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It is now well known, both at the theoretical and the practical levels, 
that manpower development is a major determining factor of the pace of 
economic progress in any country. F. Harbison (1973) argues that:
" Jt is human resources, not capital nor income nor material 
resources-that constitute the ultimate basis for the wealth of 
nations. Capital and natural resources are passive factors of 
production; human beings are the active agents who accumulate 
capital, exploit natural resources, build social, economic and 
political organisations and carry forward national development. 
Clearly, a country which is unable to develop skills and knowledge of 
its people, and to utilise them effectively in the national economy, 
will be unable to develop anything else. "
A similar view has been expressed by Akkad (1983) who noted that:
" The concern about indigenous manpower stems from the fact that 
human resources are the essential ingredients for development. People 
are the active agents who accumulate capital, exploit natural 
resources, and build social, economic and political organisations. 
Thus, they are the augmenters and beneficiaries of developments. "
The development literature is abundant with problems of human resource 
utilisation and development in developing countries. The emphasis has been 
particularly on two major issues: First; the dual set-up of the labour
market with its rural-urban dichotomy and Second; the co-existence of 
capital shortage and labour surplus as impediments to economic growth. 
There are few studies, however, regarding developing countries, where there 
is surplus capital but the major problem is manpower shortages at both the 
skilled and unskilled level. Such a combination of economic circumstances 
is rare. However, Kuwait is just such on economy; a 'developing' country 
with a high per capita income and a unique combination of capital surplus 
but scarcity of both skilled and unskilled indigenous labour.
The manpower problem is an issue of particular concern for policy 
makers. The country's demographic characteristics and, composition of the 
labour force constitute a major area for policy development and reform. 
Manpower is a scarce resource in Kuwait. At the core of the country's 
labour and employment profile is the dominance of expatriates in the labour
1
market. The rapid growth in Kuwait's economy following the oil boom of the 
early 1970's, opened the door for employment opportunities, and with this 
came a demand for labour that the natives were unable to meet. Because of 
the small population and its young age, the relatively high illiteracy rate 
among the nationals, the small part played by women in Kuwaiti labour force 
and, refusal of' many Kuwaitis to undertake any kind of manual work, the 
majority of jobs have to be filled by non-Kuwaitis with a noticeable 
concentration of many Kuwaitis in the public sector. As a result, Kuwaitis 
have become a minority in their own country representing 39% of the 
population and only 18% of the labour force in 1988.1
Such a case led many scholars to believe that labour and employment
issues in Kuwait cannot be understood solely in economic terms but must be
viewed against the country's unique social, cultural, economic and
political background. This view has been raised by A1 essa (1981) and
recently supported by Choucri and Al-Qudsi (1988) who asserted that:
" The distinctive characteristics of Kuwait’s economy and labour 
market necessitate adjustment to conventional modes of analysis and 
recognition of the unique features of this economy that limit the 
relevance of the usual neoclassical as well as development economics 
assumptions and prescriptions. "
So, if Kuwait's policies were dictated exclusively by economic objectives, 
the current concern for "replacement” and "balance" would not be relevant. 
Embedded in the labour market and the dynamics of supply and demand are 
particular patterns of social and cultural interaction, the strong hand of 
policy and the historical legacy. Thus, conventional analysis of the labour 
market in Kuwait tends to obscure the influence of many interrelated 
factors, and this has been considered in defining the research problem, 
formulating the objectives and eventually developing the hypotheses. A 
detailed account of the methods of investigation in this study will be 
presented later.
In the 1980s, new realities have emerged and the prevalence of large 
numbers of foreigners has become a cause of great concern to policy-makers
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in Kuwait. Such concern stems from a multitude of socio-economic factors. 
As the oil boom is now almost over, the increase in the demand for labour 
is far less than it was in the 1970 's. Moreover, it is widely believed 
that the existing population imbalance threatens to corrode Kuwaiti 
cultural and social fabric. Thus, the growing share of non-nationals in the 
population as a whole makes labour a security as well as an economic issue. 
Policy choices in this area are influenced by a growth/stability trade off. 
Stability includes political security and social cohesion. It needs to be
explicitly stated that the presence of large numbers of expatriates is
economically justifiable in the short-run. However, Kuwaitisation is 
justified when taking a long-run view and anticipating future changes in 
economic structure.
In response to such challenges, the government has recently opted for 
policies intended to improve the population balance. Within this context 
the government initiated what has been termed a "KUWAITISATION POLICY" with 
the primary objective of expanding employment opportunities for Kuwaiti 
nationals and to facilitate the gradual replacement of non-Kuwaitis by
Kuwaitis so as to increase the share of Kuwaitis in the population to 50% 
by the year 2000. To achieve this balance certain measures have been 
contained in the Five Year Development Plan 1985\86-1989\1990 which is
considered to be the main reference for Kuwaitisation policy. These 
measures include: 1) encouraging the increase in birth rate among Kuwaitis,
2) naturalisation and curb of the demand for foreign labour. 3) enhancing 
education, performance, and productivity of nationals. 4) increasing 
concentration of economic activity in areas where Kuwaitis are advantaged, 
and 5) devising appropriate employment, compensation and immigration 
policies.
While the presence of non-Kuwaitis seems to be a long term feature of 
the society, as the statistics indicate, a viable scenario for Kuwait's 
future requires increasing the role of nationals in the economy. The
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Kuwaitisation policy is meant to be a vehicle for achieving such a goal. It 
is worthnoting that the terms Kuwaitisation and replacement are used 
interchangeably in this study.
Objectives of the Study
To the best of the researchers' Knowledge this study represents the 
first attempt by any scholar to scrutinize this policy . In such an attempt 
the study is basically intended to carry out an in-depth empirical 
investigation of the Kuwaitisation policy, its development and the factors 
affecting its implementation, in a positive or negative manner. This will 
enable the exploration of the prospects of its success. The broad framework 
within which this objective can be attained include the following:
1) Comprehensive analysis of existing and projected labour supply and 
demand by providing factual information about:
a. the growth and structure of the labour force,
b. labour force participation and its determining factors with special 
emphasis on female participation in the labour force because of its 
distinctly low levels,
c. the educational attainment and skill profile of the labour force,
d. the output of the educational and training system in quantitative and 
qualitative terms;
e. macro-economic indicators which affect the present and future demands 
for labour and,
f. the sectoral and occupational labour surpluses or shortages.
2) Identification of macro-level problems that pose obstacles to the 
Kuwaitisation policy and the necessary governmental measures required to 
tackle them.
3) Evaluation of Kuwaitisation policy at micro-level in a number of 
organisations to explore:
a. how it is perceived by managers and employees,
4
b. the extent to which organisational policies and practices are conducive 
to the implementation of the policy,
c. the factors that help or impede the implementation of Kuwaitisation,
d. how macro-economic indicators such as labour-market variable, government 
employment policies... etc affect the implementation of the policy at the 
organisational level.
4) Provision of recommendations for overcoming any difficulties and
enhancing the chances of success for the policy.
In short the purpose of this study is to evaluate the policy of 
replacement of non-Kuwaitis by Kuwaitis, and by doing so the study would:
i) enhance our understanding of the issue of Kuwaitisation and the
problems likely to be encountered; as Akkad (1983) rightly stated that:
"further research on indigenous and foreign labour will contribute to
our understanding of the behaviour and structure of that force as
well as suggesting possible actions to be taken. "
ii) enable policy-makers to draw upon reliable analyses in formulating
appropriate strategies and adequate measures for overcoming difficulties 
and,
iii) establish a base for future empirical research by Kuwaiti scholars in 
the area of labour and employment in Kuwait.
Obviously, replacement is contingent on the current and future supply and 
demand for total labour in Kuwait, the attendant future growth prospects 
for Kuwaiti labour, the macro-economic policies regarding employment and 
immigration, and the micro-organisational practices and conduct. This leads 
us to the development of relevant hypotheses along which the research 
problem will be investigated.
The research framework:
For any study the selection of the appropriate method of investigation 
will be determined by the nature and scope of the problem being researched. 
Thus, the nature of the Kuwaitisation problem governs the way it is
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approached. The prime objective of this study is to provide an all-
embracing analysis of 'Kuwaitisation'. This means approaching the issue 
from different perspectives, and at different levels. Accordingly, the
research is designed to discuss Kuwaitisation at both macro and micro
levels. Being a government policy that affects the manpower situation at 
the national level, it is essential to consider relevant policies and 
measures within the context of the variables that affect labour supply and 
demand. At the same time; it is important to see how policy is
operationalised at the organisational level as the implementation of the 
policy in different organisations will determine its success in the country 
at large. This is the reason for designing this study to encompass analyses 
at national and organisational levels.
Figure 1.1 provides a schematic representation of the research 
framework. At a macro-economic level the following are some of the possible 
hypotheses that will be considered.
1. The size of the native workforce is a limiting factor for the prospects 
of Kuwaitisation.
2.a. The output of the educational and training system in Kuwait at the 
present (or until 2000) will not be sufficient in numerical terms and in 
terms of qualification to maintain Kuwaitisation.
b. The availability of different skills among Kuwaitis is a prerequisite 
for the implementation of Kuwaitisation policy.
3. Government policies regarding a) employment b) immigration
c) retirement d) trading licences^ , and e) naturalisation, influence the 
implementation of the Kuwaitisation policy.
4. More active female participation in the labour force will positively 
influence Kuwaitisation.
An integral part of the methodology of this study has been the conduct 
of a pilot study in two selected public and private organisations. These 
initial case studies enabled the researcher to develop further hypotheses
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pertaining to the prospects of replacement at the organisational level. 
Some of these hypotheses include the following:
5. Better organization policies with effective manpower planning and more 
positive action regarding recruitment, training and development, and 
redundancy may be required to help Kuwaitisation.
6. Management commitment is a crucial factor in the advancement of 
Kuwaitisation.
7. The higher financial rewards paid to Kuwaitis and higher productivity of 
non-Kuwaitis will slow down the Kuwaitisation process.
8. Increasing the use of technology insofar as it eliminates low level 
jobs, particularly those occupied by non-Kuwaitis, would help reduce their 
size and promote the targeted balanced labgur force.
Verification of the hypotheses of this study requires extensive use of
both quantitative and qualitative data. Aggregate statistics, giving a
broad picture of the overall situation and long-term trends in manpower
supply and demand, are available in Kuwait from periodic censuses, labour
force sample surveys and statistical abstracts, usually undertaken by
Ministry of Planning, Public Authority of Civil Information and Ministry of
Social Affairs and Labour. These are presented in chapter 3.
The researcher believes that existing sources alone can not adequately
serve the study objectives because of the nature of the research problem,
which creates the need for qualitative information to supplement
statistical surveys of the kind conducted hitherto. The attitudes,
opinions, expectations and reactions of decision-makers and those affected
by decisions are vital pieces of information for the design and monitoring
of policies and programmes. Moreover, and as Ritcher (1982) argues:
"By its very nature the statistical apparatus cannot capture clearly 
and promptly enough a number of signals indicating the emergence of 
manpower and employment imbalances and their essential causes and 
circumstances."
This study, thus incorporates qualitative and quantitative methods of 
analysis, in order as Warick (1975) puts it;
"... to wed the qualitative and historically attended case study with 
representative coverage and qualification. "
This view has been put forward by many researchers concerned with
methodological advance in the social sciences, (Cronbach, 1975, and
Proshansky 1976).
To test the hypotheses at the macro level and to achieve some of the
objectives outlined above, an extensive use of published and unpublished
secondary data was essential. Thus, statistical analysis has been conducted 
thoroughly to examine:
i. population trends;
ii. labour force participation rates and trends;
iii. major changes in the structure of the labour force with regard to
nationality, sex, age, sectoral, and occupational distribution;
iv. the output of the educational and training system in the country;
v. shortages and surpluses of labour by sector and occupation;
vi. female employment.
To test the hypotheses at the organisational level, an empirical 
methodology has been adopted. Primary data and information were obtained 
either through the conduct of semi-structured interviews, or by direct case 
study investigations at the micro-levels. The case study approach involved 
investigation of Kuwaitisation policy in seven public and private sector 
organisations in Kuwait, selected to represent different activities.
Interviews were conducted among two distinct groups: high-ranking
government officials, involved in policy making, and top managers in 
individual organisations chosen for case studies. Nearly 110 persons, were 
interviewed, (see Appendix). In addition to these interviews, documents and 
reports were collected from government departments and organisations which 
could help in strengthening the data collected through qualitative means.
The traditional society in Kuwait which limits women from participating 
fully in the economy as well as the social attitude of Kuwaiti towards
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manual work, will affect the "individual" attitudes towards participation 
be in the labour force. Thus, a hypothesis could be suggested that:
9. The prevailing social attitudes towards female work and/or undertaking 
certain types of jobs are likely to be major obstacles for Kuwaitisation.
To test this hypothesis opinion surveys were carried-out purposefully 
to broaden the information on attitudes, and highlight the impact on female 
employment and Government policies. Opinion surveys were conducted among 
four categories: Females not in the labour force, females in the labour 
force, students in higher education, and students in secondary education.
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Outline of the thesia
The format of the study is designed to shed as much light as possible 
on the issue of Kuwaitisation from different perspectives and at various 
levels. Following this introductory chapter, the issue of Kuwaitisation 
will be discussed in chapter 2 at an abstract level to consider what is 
meant by Kuwaitisation, how it has been developed, and how it can be 
compared to similar experiences in other countries, in both the developed 
and developing world. The review of previous studies allows for a 
concentration on the question of manpower policies to be pursued and of 
lessons to be learned from countries which have utilised imported labour.
Chapter 3 provides a comprehensive examination of the economic and
demographic situation in the Kuwaiti economy, with special emphasis on the 
structure, distribution and educational attainment of the labour force. 
This chapter attempts to focus attention on labour force trends and 
classification since 1975. It also spells out the major important problems 
and intervening factors that affect the implementation of Kuwaitisation 
policy at the national level. Chapter 4 postulates the research methodology 
utilised in this study. It describes the techniques employed and the
reasons for selection of particular methods, their strengths and the
difficulties encountered in data collection phase .
In chapter 5, the major policy issues pertaining to Kuwaitisation at 
the national level such as manpower planning, rationalisation and
automation, demographic factors, role of women, retirement policy, 
employment incentives, legislation, and education and training have been 
thoroughly discussed. Such policies if properly managed will have a 
positive effect on the success of Kuwaitisation policy.
The two initial case studies representing public and private sector 
organisations are introduced in chapter 6. Tentative hypotheses were 
derived from the analysis of the two cases, to be tested in the main field 
work.
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The following two chapters (7 and 8) provide the required description 
and analysis of the seven main case studies; four in the public and three 
in the private sector. The -study in each organisation involved detailed 
data collection and analysis concerning workforce structure in the 1980s 
and consideration of manpower planning, personnel functions, and policy 
towards Kuwaitisation. Chapter 9 summarizes the major findings of the 
empirical investigation. This chapter highlights the important factors 
influencing Kuwaitisation policy at the organisational level. Kuwaitisation 
is clearly more successful with management commitment and effective 
manpower training.
To provide further evidence, chapter 10 provides the results of the 
opinion surveys carried out to test social attitudes particularly regarding 
female employment and towards certain kinds of jobs which are exclusively 
performed by non-Kuwaitis at present. Kuwaiti women are expected to play a 
major role in the success of Kuwaitisation. However, a clear conflict 
emerges. Educated Kuwaiti women are to use their skills and would like to 
contribute to the economy. Kuwaiti men still seem to have traditional 
attitudes which accept that married women should not take paid employment 
in the labour force.
The concluding chapter (chapter 11) summaries the main findings of the 
study. One of the major finding is that Government set an ambitious target 
which will be difficult to meet. An attempt was also made to draw out some 
theoretical and policy implications.
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Footnote
1. These figures obtained by the researcher from the public 
Authority of Civil Information (PACI) Kuwait, 1989.
2. As will be explained in chapter 5, Kuwaitis misuse 





2 .1 The socio-economic background:
1.Geography
Kuwait, a small Arab state of 6,960 square miles, is situated on the 
north-west corner of the Arabian Gulf. It is slightly smaller than Wales 
and flanked by Iraq to the north and west, Saudi Arabia to the south and 
south-west and the Arabian Gulf to the east. The land is desert and only 
1% is under cultivation, due to infertile soil and scarcity of water.
2 .Politics
Kuwait acquired full political independence in June 1961. Before that 
it had been a British protectorate since 1899. As with other Gulf 
Sheikhdoms, the government of Kuwait rest largely in the hand of the ruling 
family. The Al-Sabah family has ruled since 1756 and the present Amir has 
been in power since the end of 1977. The Amir appoints the Prime Minister 
and Cabinet, with whose help he governs. Kuwait used to have a National 
Assembly which was the only elected parliament in the Gulf until it was 
dissolved in 1986. First established in 1963, The Assembly was suspended 
in 4 July 1986 for, among other things, delaying legislation and in its 
criticism of government policies, particularly its handling of the Souk Al- 
Manakh stock market crisis of 1982. (see chapter 3, p.49).
Kuwait is the most emphatically "non-aligned" of the Gulf States and 
was the first member of the Gulf Co-operation Council (GCC) to have 
established diplomatic links with USSR in 1963. Its small size and 
potential vulnerability help to dictate its cautions and conciliatory 
foreign policy, and its generous aid grants to developing countries have 
the political "spin-off" of promoting goodwill.
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The end of the Iran-Iraq war in 1988 was a big relief to Kuwait. Kuwait 
has borders with Iraq. The Government had been neutral in the war but had 
been accused by Iran of having provided substantial financial support to 
Iraq, as well as allowing its ports to be used as transhipment points for 
Iraqi imports, and of having produced Crude oil on Iraq's behalf. This is 
why the anti-Kuwaiti rhetoric emanating from Tehran continued throughout 
the war years.
3 .Economic Development
Prior to the discovery of oil in 1938, the economy of Kuwait relied 
upon trade, pearl-diving and boat-building. Kuwait's basic lack of 
resources and its location in the Gulf forced its population to depend 
heavily on the sea. The well sheltered harbour of Kuwait, and its proximity 
to the towns of Iraq and the Arab Peninsula made it the main supplier to 
these towns. Its position as a sea link between India and the Far East on 
the one hand, and the Mediterranean Ports and European on the other, made 
Kuwait one of the best transit areas for trade. In addition, Kuwait's low 
import duties between 4-6%, provided a further reason for its flourishing 
trade and trans-shipment (Alessa, 1981). In spite of this trade, Kuwait 
remained basically a very poor country before the discovery of oil and the 
unskilled labourers lived at subsistence level. ̂
Pearls obtained from diving were among the most important items for 
export prior to the discovery of oil. Some of the finest pearls are found 
in the Arabian Gulf and Kuwait was a main centre of this activity. The 
majority of the Kuwaiti population was in one way or another involved in 
the business of Pearl diving. Available records have estimated the numbers 
involved to be around 25,000^ and the pearling fleet, to comprise some 700 
boats^. In the mid 1930s pearl diving declined due to world economic 
recession and strong competition from Japanese cultured pearls. By 1953 the
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pearl-diving industry in Kuwait and throughout the Gulf region was largely 
moribund.
Seafaring and Boat building, were also among the important economic
activities that brought prosperity to the country. However, after the 
first world war as steam ship became increasingly important for sea
transport, this declined in importance.
There is no doubt that Kuwait underwent a rapid transition from the 
traditional trading, pearling, seafaring and boat-building economy, to a 
complex and more sophisticated economic structure, primarily based on oil 
production. The history of oil in Kuwait dates back to 1910, when the Anglo 
Persian Oil Company (APOC) was encouraged to conduct surveys in Kuwait: 
following their initial discovery of oil, drilling began in 1923. Local 
competition from the Gulf Oil company was resolved in 1934 by the formation 
of a joint company, called the Kuwait Oil Company "KOC" (for more detail 
see Chisholm, 1975) . Drilling by KOC began in 1934 and oil was discovered 
in 1938. The war disrupted exploration and the first commercial shipment
of crude oil took place only in 1946. By the early 1950s, the oil sector
became predominant and replaced the country’s traditional economic 
activities. Between 1974-81 Government nationalised all oil industry.
Oil activity contributed to just over half of GDP (50.8%) in 1987 with 
refining providing an additional 9.6%^. Oil revenues provided about 86% of 
total government receipts in 1986/87^, while oil exports made up 90% of 
total exports in 1987®. The collapse of world oil price in the mid 1980s 
resulted in the imposition by OPEC, of low production ceilings for member 
countries. Kuwait's oil production dropped from 3 million BPD in the early 
1970s to 1.25m BPD in 1987. That, coupled with the drop in oil prices 
resulted in a further reduction of revenues from the oil industry to KD 
1731 million in 1986/87 from a peak of KD 4676 million in 1980/81^.
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Organisation of the economy
Kuwait's economy can be classified into four main sectors.
a . The government sector
The flow of oil revenues enabled the government not only to expand its 
traditional functions, but also to assume an increasing role in the 
country's economic and social development. Probably the most frequently 
quoted statement of aims of the Kuwait economic strategy is derived from 
the first Five Year Development Plan 1967/68 - 1971/72. Briefly, these 
aims were:
1. to raise per capita income,
2. to achieve a more equitable distribution of total income,
3. to obtain a greater diversification of the economy, and
4. to train indigenous skills.
The government's revenues, and of course its expenditures, reflect
directly the changes in the oil sector. With the substantial rise in oil 
prices in 1970s, government total receipts increased dramatically. This 
enabled the government to carry out ambitious development programmes 
particularly in the field of infrastructure.
The importance of government activity in the economy cannot be judged 
solely by reference to public finance. For instance its policy towards the
diversification of the economy meant government intervention in many areas
particularly transport, Industrial Bank and public authority investment. 
Moreover, to achieve social objectives such as income distribution, the 
government assumes the role of employer and has 87.2% of all Kuwaiti
employees on its pay-roll (see table 2.1). The government employs almost 
one quarter of non-Kuwaitis and 36.4% of the total labour force.
b.The Private Sector
As explained above, the country has a traditional basis of private 
enterprise, but has lost its pre oil prosperity in trade with outside 
world, an activity which invariably requires the flexibility which a free
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enterprise system can encompass. In encouraging this system, the state 
sees a duty to protecting individual rights and facilitate their exercise. 
The problem for Kuwait was to ensure that the inevitably rapid private 
sector development associated with the oil wealth did not jeopardise the 
basis of that prosperity. With such a growing market, small population, and 
narrow economic base, a completely free economy would see the establishment 
of firms controlled by outsiders, attracted by the prospect of high profit, 
available capital and low local competition. Thus, some restrictions were 
necessary to restrict entry by non-Kuwaitis into strategic sectors of the 
economy.
In 1965, the Industrial Development Committee (IDC) was formed, charged 
with the duty of promoting industry and also of licensing private 
enterprise developments in the non oil sector (Khouja & Sadler 1979) . All 
Industrial firms must be at least 51% Kuwaiti owned, and the IDC is 
responsible for ensuring this and issuing the necessary development 
licences. As the term "industrial firm" covers almost all activities from 
transformation of raw materials to retailing, this control is universal. 
Such a policy also operates in banking and financial institutions and 
Kuwait has succeeded in keeping these exclusively in the hands of its 
citizens to safeguard the interests of the state, and also to promote the 
interests of other sectors of the economy. Not unexpectedly, private 
sector activity is concentrated in trade, contracting, banking, insurance, 
and other financial activities, which show the clear influence of the 
historical factor.
Lack of appropriate data means that no assessment of the private sector 
contribution to GDP can be made. However, employment data in Table 2.1 
shows that the majority of workers (60.1%) are employed in the private 
sector®. It is important to note that only 3.5% of the private sector 
workforce were Kuwaitis.
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C. The Joint Stock Sector
This is defined as the sector which encompass enterprises with shares 
jointly held by public and private sector. These companies are carefully 
established by government initiative in an arrangement which encourages the 
private sector to increase its. role in economic development. It also 
provides the means to achieve social and socio-economic goals that might 
not be achieved by the private sector alone. The labour force in this 
sector is very small with only 15,959 workers (2.4% of total employment) in 
1985 (table 2.1). Less than one in ten of the workforce in this sector are 
Kuwaitis.
D.The Co-operative Sector
The small Co-operative sector has developed entirely in the consumer 
market. Kuwaiti co-ops are designed to ensure that the consumer benefits 
as much as possible from their consumption expenditure. This is unlike 
developing countries, where co-operatives are usually encouraged in 
production in order to promote the spread of mechanisation, to mobilise 
savings or to maintain the maximum added value in the hand of the 
producers.
Memberships of individual co-ops is entirely by area and, for Kuwaitis, 
by residence only, and is established by share purchase. Return on shares 
is limited to a maximum of one percent and profits declared are distributed 
annually to shareholders on the basis of their purchases for the year. 
According to the latest data available (1987) the number of co-operatives 
in Kuwait is 45 with 7561 workers (see table 2.1). The Kuwaitis numbered 
only 396 representing 5.2% of total workforce in this sector. They are 
mainly pensioners working part-time in managerial and supervisory posts. 
It is noteworthy that the co-operative sector has the longest working hours 
(6 days a week and 10 hours per day), these being almost double the hours 
of work for government employees.
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4. Social Structure
Kuwait is a tribal society. Its native population belongs to a number 
of well known Arab tribes such as Al-Anaza, Mutaran... etc which settled in 
Kuwait in the 17th/and 18th century. Once Kuwait was established as a 
major trade centre in the Gulf area, Persian and Indian people began to 
settle there as well. Although great economic changes have occurred in 
Kuwait in recent decades, tribal and clan relationships and attitudes 
continue to prevail. It is not uncommon to hear a young graduate speaking 
proudly of his tribal ancestry^. One can, therefore, still witness the 
'separation' of tribes in which it is considered taboo to intermarry into a
tribe that does not meet your tribes’ standards.(Husayn,1960).
The discovery of oil was followed by a massive influx of foreigners to 
the country. So an important aspect of the social structure is the clear 
division between Kuwaitis and non-Kuwaitis, and a fear that the local 
culture will be swamped by foreigners. This possibly explains why the 
government encourages child bearing by offering financial rewards to 
Kuwaiti families: an additional amount is added to Kuwaitis monthly salary 
for each child as well as to Kuwaitis married to Kuwaiti women.
A1 Tarrah (1983) identified three main classes among Kuwaitis: the
upper class, the middle class and the working class. The ruling family and 
Kuwaiti merchants constitute the core of the upper class, and it has been - 
said that this class controls the wealth of the nation and, obviously, the 
political power. The Middle class mostly educated people, encompasses
white-collar workers, engaged in technical, professional and administrative 
occupations. The indigenous working class is small in size, and consists of 
unskilled and skilled workers who are distributed in oil and related
industries.
A1 Tarrah, further argues that the oil wealth enabled the upper class 
to reinforce its traditional social and power structure. The particular 
role of merchants in running the affairs of the country through their
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influence on the ruling class has been well confirmed by other writers (for 
instance Choucri and Al-Qudsi, 1988) .
5. Population and labour force
According to 1988 figures, the population of Kuwait is 1,915,426 
compared to the 1957 figure of 206,473^®. The average inter census growth 
rate was 7.4% per annum during the period 1957-1988. This shows an increase 
of more than ninefold over Thirty one years essentially because of the 
large influx of expatriate workers, and of both the high birth rate and low 
mortality rate. More than 95% of the total population live in Urban 
Centres. Kuwait, in this regard, differs from Developing Countries, for 
example in Sudan 80% of the total population is in the rural sector 
(Khalil, 1988). The population density was on average 105 people per square 
kilometre in 1987.
Kuwaitis accounted for 113,622 (55% of the total) in 1957. The number
of Kuwaitis increased by 560% to 750,125 in 1988 (39% of the total). The 
average increase in the Kuwaiti population is high, and can be attributed 
to two main factors. Natural increase due to an increase in the birth 
rate, coupled with decrease in mortality rate, and the artificial increase 
resulting from the policy of naturalization. There has been a slight but 
perceptible increase in the Kuwaiti female percentage of the population 
from 47.9% in 1957 to 50.1% in 1988.
The illiteracy rate among the Kuwaiti population is about 20% and it is 
higher among females, nearly 29% for those of ten years and over. These 
figures are considerably lower in comparison with similar figures for many 
developing countries. For example illiteracy rate in United Arab Emirate 
(UAE) is more than 44%, Bahrain 35% and Saudi Arabia 36% (Khassefi, 1987) .
The size of the non-Kuwaiti population has increased dramatically from 
92,851 in 1957 to 1,165,301 by 1988 (an increase of 1155%). This increase 
is mainly due to economic growth and an expanding labour market consequent
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on the oil boom. Kuwaitis have become a minority in their own country, 
representing only 39% of total population in 1988. This is not 
uncharacteristic of the Gulf area. For example, in UAE the corresponding 
rate is 25%. The case of Saudi Arabia is some what different, non-nationals 
representing less than one third of the total population^.
The non-Kuwaiti population (see table, 2.2) is dominated by other 
Arabs, mainly from Jordan,(including many Palestinians), Egypt, Iraq, 
Syria, and Lebanon. The other important category is Asians mainly from 
India, Pakistan, Iran and the Philippines. The residual category is 
predominantly Europeans and Americans. The proportion of Arabs declined 
from 80.2% in 1975 to 63.3% in 1985. Among those migrants, Palestinains 
and Jordanians were the most numerous and in 1985, accounting for 38.4% of 
the non-Kuwaiti population. Egyptians were the second largest group of 
migrants (i.e 9%).
Asians increased rapidly from 97,813 persons in 1975 to 335,974 persons 
in 1985, (i.e by 264%). The Asian share of the non-Kuwaitis population 
almost doubled in ten years and reflects both political and economic 
reasons, not only in Kuwait, but in the whole GCC area. Asian labour is 
less costly than Arab, and interaction between the indigenous population 
and imported labour is minimized, (Al-Tarrah, 1983). Myron(1982) noted 
that:
"Asian immigrants do not bear the baggage of political ideologies and 
make few demands"
A similar attitude towards Asian labour has been expressed by Farjani 
(1978),
"Profit maximization for private companies and security for the 
government. A businessmen put it more boldly.. . We prefer the Indian 
because he is cheaper, works hard, is completely obedient and does 
not have the ambitions of the Arab workers. "
Table (2.3) shows the duration of residency for non-Kuwaitis in 1985. 
Many are long standing residents with 35.4% living in Kuwait for 10 years
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or more. This table also reflects the changing attitudes towards foreign 
labour. In the past, other Arab countries provided the majority of foreign 
workers in Kuwait. In recent years it appears that Asians have been 
preferred by Kuwaiti employers. In particular, Asians dominate the most 
recent arrivals with 60.3% of those resident for less than one year coming 
in this category.
Among those immigrants who have been in Kuwait for 20 years or more 
other Arabs represent the majority (84.2%), constituting only one third of 
all foreign workers who have been there for less than one year.
According to the latest data available from the Public Authority of 
Civil Information (1988), the total labour force in Kuwait was 798,249 
people of whom 77.2% were males. Kuwait is highly dependent on foreign 
labour which accounts for nearly 82% of the total labour force in 1988. The 
share of Kuwaiti females was 23.4% of the total Kuwaiti labour force, and 
was only 18.6% of total females. The low participation rate of Kuwaiti 
women has possibly contributed to heavy dependence on foreign labour and 
social factor. Alessa, (1981) in his study of manpower problems in Kuwait 
stated that:
"the major obstacle against Kuwaiti women full participation in the 
labour force is social one. The traditional society in Kuwait limits 
women from participating completely in the economy”
2.2 The Kuwaitisation in context 
1.Origins of the policy
Available evidence indicates that the Kuwaitisation issue has been a 
topic in government circles since the early 1970s i.e perhaps even before 
the oil boom of 1973 (Alessa, 1981) . However, the major concern at that 
time was to promote employment of Kuwaitis in the civil service. As a 
result, the number of Kuwaitis in administrative and managerial jobs almost 
doubled during 1970-1975.
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Due to increased demand, the size of the expatriate labour force began 
to grow significantly in the 1970s and early 1980s. The growing share of 
non-Kuwaitis in both the population and consequently in the labour force, 
has become an issue of great concern for policy makers. Thus, the latest 
Five Year Development Plan (1985/86-1989/90) has been designed with 
particular emphasis on this issue of 'population imbalance' as manifested 
in its stipulated goals which include:
a. To gradually obtain a balance in population structure between 
Kuwaitis and non-Kuwaitis by the year 2000;
b. To develop national human resources;
c. To emphasise management and administrative development and;
d. To ensure greater participation of the private sector in the 
national development.
Thus, Kuwaitisation must be seen in the context of "improved population 
balance". Accordingly it can be defined as: gradual replacement of non- 
Kuwaitis with available qualified Kuwaitis in all sectors of the economy.
2. Why Kuwaitisation ?
As mentioned briefly in the introductory chapter, the pressure for
Kuwaitisation stems from a multitude of socio-economic, political and
cultural factors. The development plan describes some of the changes 
providing the impetus to its setting up. These, changes at the local and
international level, had put pressures on the country, and a plan was
needed to cope with them. The plan identified some of these pressures : 
first; the continuing decline in oil revenues compared to levels in the 
late 1970s, as a result of the changes in the oil market since 1980. The 
country's total revenues dropped from KD 6146m in 1979/80 to KD 3175m in 
1983/84. The effect of the decline in oil revenue was revealed by further 
decline in economic activity. The annual growth rate in the non-oil GDP 
slowed down from its level in the late 1970s (4% in 1979) to less than 1% 
in 1984. Second; an increased per capita consumption resulting in a higher
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level of private consumption at an annual rate of increase of 11% between 
1979/80 and 1983/84. Third; the decline in the country's balance of 
payments surplus from KD 4136.0m in 1980 to less than KD1541m in 1984, due 
to higher imports and lower exports. Fourth; an increase in government 
expenditure, which led to a high demand for foreign labour with most of the
workers bringing their families with them. Fifth; the marked change in the
population and labour force, with the result that the ratio of Kuwaitis to 
the non-Kuwaitis has continued to decline from 47.5% of the total 
population in 1975 to 41.7% in 1980, and from 30.2% of the total labour
force in 1975 to 21.9% in 1980. By 1988 the proportion of Kuwaitis in the
labour force had fallen to 18.1%. Sixth; the continuing decline in labour 
productivity as reflected in the growth of labour force being higher than 
the corresponding rate of growth in output for the non-oil sectors of the 
economy. Seven; the weakening role of the private sector in productive 
government expenditure in the field of construction and trading activities. 
Finally; the lower social status assigned to work generally among the 
indigenous population and the tendency among Kuwaitis to seek quick non- 
speculative return, which led to decline in the participation rate and 
increases inflationary pressures, couple with growing government spending 
and high consumption. In addition to this, the nationals are overstaffing 
the administrative machinery.
While Kuwait is not unique in its importation of foreign labour, the 
convergence of circumstances, many beyond the governments direct control, 
is rendering the country's population and labour-market features 
increasingly sensitive. No one would dispute the fact that the influx of 
foreign labour has assisted the development of the economy. In fact, Kuwait 
could not have reached its current stage of growth without a foreign labour 
force. However, this foreign domination of the labour force, and of the 
population also has created the potential for long term social, economic, 
and political tensions.
25
It was not, and is not, a Kuwaiti policy objective to rely indefinitely 
on an expatriate workforce. Foreigners are in Kuwait temporarily, and 
sooner or later they will have to leave. This is already felt among the 
professional and highly skilled expatriate labour. Their growth rate 
declined from 14.1% between 1975-80 to 5.9% between 1 9 8 0 -8 5 ^ .  The region 
represents a highly competitive labour market. Initially immigrants were 
attracted by high pay. As relative salaries shrank in Kuwait, they began 
to leave for Saudi Arabia, United Arab Emirates, and Oman, where they could 
find better opportunities. In addition it is anticipated that, as the 
economies of their home countries improve, more and more will leave 
voluntarily. Thus, complete dependence on foreign labour, particularly at 
the higher levels of competence, makes the economy vulnerable to pressures 
outside the control of the Kuwaiti government. This, is why policy makers 
feel the urgency to fill posts by the native work force, particularly given 
the improvement in the supply side due to expanded educational facilities.
Immigrants in Kuwait remit billions of dollars every year, to their 
countries of origin, either to support families left behind or to 
accumulate money for future investment when the worker returns home. 
Available data about remittances shows an increase from nearly US$ 507m in 
197 9 to US$ 1087m in 1 9 8 5 ^ .  The government is now more concerned with 
safeguarding the natural resources of the country, and to provide available 
infrastructure for future generations. This can only be achieved by full 
utilization of the native labour force.
Further, there is a strong belief that the growing dependence on 
foreign labour has stunted indigenous human resources. The nationals will 
not participate effectively in productive activities if this continues; 
whatever is done in the field of infrastructure development will have a 
limited impact in the long run unless the native labour force is fully 
utilised.
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There is also the question of loyalty and commitment which is related 
directly to the issue of productivity. It is not unjustifiable to believe 
that the degree of loyalty is relatively lower among foreigners in 
comparison to the nationals. This has led some policy makers to think that 
the apparent inefficiency and low productivity in the government sector is 
partly attributed to the low commitment of foreign labour.
Beyond economic considerations, Kuwait is concerned about the effect of 
sustained contact with non-Kuwaitis on the linguistic ability of Kuwaiti 
children, the effect of contact with those from other religions or sects on 
Islamic predominance and the possibility of political activists or 
terrorists entering the country under the cover of an employment contract.
3 .Government Strategy to achieve Kuwaitisation:
The Five Year Development Plan spells out the strategy that needs to 
be adopted to achieve Kuwaitisation. This strategy involves two main 
components:
i) Keeping the growth rate of total labour force lower than the growth rate 
of the national labour force, and ii) Development of national human 
resources. The first target can be achieved through reduction of public 
expenditure, developing the sectors which are less labour intensive, and 
rationalisation of employment. The second could be implemented by, 
enhancing the productivity of national work force, training and development 
of local skills, increasing female participation in the labour force and 
encouraging mobility of national labour. The plan envisages a variety of 
other means which will help to meet the required targets such as:
1) To maintain the fertility rate among Kuwaitis. This can be achieved by 
better health care, encouraging early marriage and greater provision of 
accommodation.
2) To adopt a policy of Naturalisation. This is based on personal 
characteristics and social level, the importance of the individual
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professional occupation, services rendered to the country, and maintenance 
of social harmony.
3) To reduce the number of non-Kuwaiti dependents. This can be attained 
through:
a) increasing the wage limit below which non-Kuwaitis are not to be allowed
to bring their families to Kuwait, and taking into account the social and
professional status for that purpose,
b) providing incentives for those leaving their families behind in their 
home countries, and c) providing incentives for those returning their 
families to their original countries.
4) To reduce the demand for foreign labour, this can be achieved by 
establishing joint ventures abroad, reducing the current level of foreign 
labour, and adopting mechanization to reduce dependency on labour.
The development plan also calls for a number of policies and procedures
to develop and change the structure of the labour force. These procedures
are specifically directed toward affecting the labour force in Kuwaiti 
organisations. These include the following : first; to reduce unskilled
labour by an increased use of machinery. Second; to concentrate on 
development of the less labour intensive sectors of the economy, and to 
rationalise labour in the retail trade and service sectors. Third; to
encourage the private sector to attract more Kuwaiti nationals. Fourth; to 
use a 'counterpart system' (i.e assign a Kuwaiti within an organisation to 
a non-Kuwaiti who is more skilled in order to gain some skills and 
expertise) to transfer skills from experienced foreigners to Kuwaiti
nationals. Fifth; to charge the employing organisation for the use of the 
social services by foreign workers. Sixth; to improve the standard of the 
present national labour force through intensive training programmes.
Seventh; to re-distribute national labour between sectors which have a 
shortage of Kuwaiti nationals, by training and retraining them to increase 
flexibility and mobility between the occupation categories. Eight; to
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encourage Kuwaiti female participation in the labour force, particularly in 
the social services, education, medical, and scientific research. Ninth; to 
change government wages, salaries, and employment policy, by introducing 
attractive rewarding salaries and high incentives for technical and craft 
jobs. Tenth; to adopt a apprentice training system in various organisations 
and linking it with promotion. Eleventh; to establish nurseries at the 
work-place in order to provide a better working atmosphere for Kuwaiti 
mothers. Twelfth; to reduce the illiteracy rate among Kuwaiti labour.
Finally, some specific measures have been taken by the government in 
recent years to promote Kuwaitisation such as:
a. The Government has issued a circular with the names of non-Kuwaitis aged 
56 or over in all government departments so that Kuwaitis should be trained 
to replace these expatriates when they retire at 60. Manpower planners are 
to consider this matter when planning for their organisations.
b. All job vacancies arising from the resignation of non-Kuwaitis should be 
abolished if they are not filled by a Kuwaiti within one financial year.
c . The Government has also created a special Complementary Funds Budget 
(CFB), to provide assistance for government departments to accept newly 
graduated Kuwaitis if these departments lack the necessary allocations to 
employ them.
The task of Kuwaitisation is clearly large with 61% of total the 
population in 1988 being non-Kuwaiti. An added complication is the high 
level of illiteracy among Kuwaitis (20% of the total population and 29% 
amongst females alone) . The Kuwaiti labour force, a mere 18% of the total 
labour force, also reflects the low female participation rate. This is the 
result of social and cultural norms which prevent women from full 
participation in the labour force.
The government absorbs more than 87% of the total Kuwaiti labour force. 
Unfortunately previous government policies have led directly to such
29
concentration which obviously has an adverse effect on the mobility of 
labour within different sectors.
2.3 Measures to implement replacement policy:
Manpower development has emerged as an important field of study in both 
developed and developing countries. In recent years, both theory and 
practice have pointed out that the development of a national labour force 
is a critical factor in the building of modern nations. Schumacher (1973) 
stated that:
npeople are the primary and ultimate source of any wealth what so 
ever. If they are left out, if they are pushed around by self-styled 
experts and high-handed planners, then nothing can ever yield real 
fruit. "
Scholars; Alessa (1981), Hosni and Al-Qudsi (1986), Birks (1988), 
noted the costly error made by Gulf states in their failure to establish a 
sound policy for the replacement of foreign workers. They went further, 
calling for a balance between existing local capabilities and the 
necessary foreign capabilities. In this respect Akkad (1983), and Al-Qudsi 
(1985) provide academic and practical justification of this research 
effort, stating strongly that further research on indigenous and foreign 
labour in the Gulf States would contribute to our understanding of the 
behaviour and structure of that labour force as well as suggesting possible 
courses of actions.
In addressing the manpower problem in Kuwait, Alessa (1981) emphasised 
positive discrimination, training and education, economic incentives for 
natives, manpower planning and female participation as critical measures 
for the replacement of the foreign workforce. Birks (1988) built a model 
for replacement around a combination of economic, educational and manpower 
planning. Akkad (1983), writing on Saudi Arabia, shares Alessa's variables. 
In addressing the reactions of Swiss employers to an immigration freeze, 
Maillat, Jeanrenaud and Widmer (1978), identified five measurements built 
around finding a balance between economy and the necessary manpower.
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Encouragement of greater labour participation (female, the retired, 
automation, investment abroad etc) was identified as a crucial factor.
In the context of Gulf States, scholars and policy makers noted the 
importance of female participation in the labour force. Akkad (1983) stated 
that:
"The reasons for female participation in the workforce need to be 
examined, as well as the means by which they could be stimulated to 
work without violating any Islamic principles or cultural values. "
Hosni & Al-Qudsi (1986) pointed out that:
"Full utilization of human resources would not be achieved without 
attracting women to the workplace. This can come about by enhancing 
their public image, reducing discriminatory practices and providing 
adequate child care."
The governments of the Arab Gulf States, (and Kuwait is no exception) 
(Al-Sabah, 1983) play a major role in wage determination and adjustment as 
owners of the oil wealth and as major employers (public sector). The wage 
policies of these governments reflect the declared objective of increasing 
participation of the indigenous labour force. They favour nationals in 
order to encourage them to become active members of the labour force, 
thereby replacing foreign workers (Al-Qudsi, 1985). The prevalence of such 
differential has been reported by Eliyahu Kanovsky (1986) who contended 
that :-
"... . The un-skilled from Asian and Arab countries, suffer severe 
discrimination in terms of wage rates and living and working 
conditions, as compared with the nationals.”
A central issue to this debate is to what extent wage differentials could 
be used as a Kuwaitisation instrument in the public and private 
organization.
Another measure which has been suggested in the literature is enhancing 
organisational commitment in this respect. This could be viewed in terms of 
more active role of sectors which do not fall under the direct control of 
the State ( private sector) and measures needed to make management in all 
sectors more committed to the realisation of particular policies.
31
In addressing public enterprises in developing countries, Kreacic and
Marsh (1985) observed that:-
"External control, by government, is by far the single most 
frequently mentioned grievance of public enterprises. Managers are 
clear that this inhibits enterprise and personal performance more
than anything else.........  The power of the chief executive officer
is crucial. The more powerful he is, the greater the chance that 
external influences can be delayed, igpiored or managed with minimum 
detriment to core activities of the enterprise."
The issue to be examined critically and empirically in this context is 
to what extent one could trace management and company commitment to 
Kuwaitisation policy in the selected public and private organisations.
The issue of the attitudes toward female work and towards certain jobs 
in the Arab Countries is well documented in the literature, see for 
example, Raddady, (1977); Alola, (1982) ; The former pointed out that:
”Activities performed as professions by tinkers, blacksmiths, 
shepherds and the like are classified as unclean and thus 
unacceptable for people who consider themselves as true Arabs. The 
prestige attached to a job is very important in the choice of 
occupation. A man will accept considerably lower wages for a given 
job if he considers it socially more prestigious. It is not unusual 
for a graduate of a vocational school, who was trained to be, 
perhaps, a plumber, to earn his income as taxi driver. Although he 
could probably earn more as a plumber, he prefers to drive a taxi for 
social and tribal considerations."
The big role education can play in modification of such rigid attitudes has
been emphasised by many scholars ( for example Alessa,1981; Rehemi,1983) .
The previous sections have considered the broad evolution of the Kuwait 
economy and highlighted the combination of factors that have brought about 
the need for Kuwaitisation.
The next section examines similar experience of manpower replacement in 
both developed and developing countries. This is particularly valuable 
because it highlights the uniqueness of the current Kuwaiti situation.
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2.4 Kuwaitisation: Similar experiences:
1. The Industrial World:
In the 1950s and 1960s, Western Europe experienced the influx of large 
numbers of foreign workers. The motivation for most of these workers to 
come to Western Europe was primarily economic, although some migrated for 
political reasons. The attraction of relatively well-paid work in 
industrial countries, despite the difficulties of distance and culture, was 
the major push factor. The major pull factor was growing labour shortages. 
Following economic growth after 1945, and indigenous labour shortages 
employers were concerned that excessive wage demands would ensue. The 
shortages tended to occur in the low-paid and low-status jobs, as the 
indigenous labour force gravitated towards the better paying and more 
prestigious jobs. Employers faced then with competition for labour could 
either offer among other inducements higher wages or they could substitute 
capital for labour. The third alternative was to recruit foreign workers 
which allowed more of the indigenous labour force to experience upward 
occupational mobility, but at the same time, the presence of large numbers 
of foreign workers exerted a downward pressure on the general level of 
wages. There have been numerous studies of these workers such as 
Kindleberger (1967), Harbach (1976), Miller (1981), Castles et al (1984), 
and Edye (1985), in a number of Western European Countries. As examples, 
the experience of West Germany and France will be considered here.
In West Germany the collapse of the war economy in 1945 and the 
demobilisation of millions of soldiers provided a ready supply of labour 
for reconstruction purposes. In addition, there were millions of refugees 
from East Germany. The country thus had an ample labour supply at this 
time. By the end of the 1950s, most of this labour had been absorbed and it 
was then that industry began to recruit labour from Mediterranean 
Countries. As a result, the foreign population in West Germany grew from 
686,000 in 1961 to 4.5 million in 1980^. Migrant workers in West Germany
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are from Italy, Spain, Portugal, Yugoslavia, Greece and Turkey, the last 
having the largest group of migrants.
Immigration into France, unlike West Germany, is not merely a post war 
phenomenon. It has been reported that in the period 1921-31, foreign 
workers made up 7% of the population (Edye 1985). But their numbers 
declined substantially as French Employers discriminated in favour of their 
own nationals during the Depression. In the immediate post war years, the 
average annual rate of foreign worker immigration was 15,000. By the late 
1950s improved economic growth led to increasing numbers of foreign 
workers, a process which continued into the 1 9 7 0 s^. The foreign workers 
come from Algeria, Morocco, Italy and Spain.
The other important aspect of migration into France was the 
establishment by the government in 1945 of the National Office of 
Immigration (ONI). The ONI marked an attempt to control foreign labour 
entry in contrast to the privately-run agencies of the inter-war period. 
Government policy was designed to facilitate the entry of labour to 
reconstruct the economy, but also to build up the population. Nationality 
was to be granted to children born in France of parents themselves born in 
France, and to young people of 18, born in France of foreign parents and 
who had normal residence in France since they were thirteen. Edye (1985) 
argued that:
"during the 1960a this demographic objective was of secondary 
importance to economic considerations and, during the 1970s, to 
social considerations."
Perhaps the most significant feature of immigration into France was the 
large number of clandestine entries. Despite the presence of ONI, large 
numbers of semi and unskilled workers were recruited through un-official 
channels. This form of immigration, known initially as 'spontaneous' then 
'wild', and finally 'illegal' accounted for nearly 80 percent of all 
foreign workers in the late 1960s^. Clandestine workers have satisfied the 
needs of employers since they are a very flexible source of labour, mobile
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and in a precarious legal situation, which has meant accepting low wages 
and bad conditions (Edye, 1985).
The beginning of the 1970s witnessed changing economic conditions with 
lower rates of growth and higher levels of unemployment as a major feature 
in both countries. From 1973, mass labour migration was halted through 
restriction of entry, and there was a reappraisal of the role of foreign 
workers who had become "permanent settlers". Both governments have been 
faced with conflicting policy objectives concerning foreign labour, which 
have become increasingly acute as unemployment rose. Chief among these 
objectives have been the need to maintain social and industrial order, the 
need to promote economic expansion, in one way by regulating the labour 
market, and the need to control social security expenditure. The most 
important objective of all these is, of course, the maintenance of social 
and industrial order. Rist (1979) has argued that the oil crisis of 1973 
was not the major factor in making Germany introduce its total ban of 1973 
and the French government its ban of July 1974. Other important factors 
were the growth of a more politicised foreign labour force, and the 
realisation of mounting social welfare costs. Castles et al (1984) asserted 
that:
"the wave of unofficial strikes in Germany in 1973 involved many 
foreign workers and caused employers to question the wisdom of such 
recruitment. "
In France, also, foreign workers participated in a number of industrial 
and social disputes.
Both governments were also faced with an important demographic change 
in the composition of their foreign populations, when in mid 70s there were 
more dependents than workers. This is of central relevance to the 
objective of controlling social security expenditure. For a time there 
were attempts to prevent family reunification by direct and indirect means, 
but this failed partly because these measures were contrary to the European 
Social Charter (1961), which permitted family immigrations. Consequently
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the foreign population of both countries now form significant minorities, 
more or less permanently settled. Thus, governments are now faced with a 
twofold problem of cultural integration and mounting social welfare 
problem.
A variety of measures has been tried to deal with the foreign labour 
problem. Both governments attempted to devise a system of voluntary 
repatriation. Obviously mass deportation is not on the agenda, as 
international law would not permit such action. In the late 1970s and early 
1980s both countries introduced a scheme to induce unemployed workers to 
return to their countries of origin in exchange for a lump sum provided 
they give an assurance that they would not return.
Additionally, there were proposals in West Germany to deport any 
foreigners who have been dependent on supplementary or unemployment benefit 
for more than a year. Furthermore, the ability of foreigners to gain 
nationality is becoming more and more restricted. No evidence is available 
to show whether these measures have been successful or not. But it is 
unlikely that foreign labour will return to their countries of origin on a 
scale that might lead to the end of the problem (Edye, 1985) . Mass 
repatriation is therefore, not a practical option. Although measures to 
control the new influx have been, to some extent, successful, there are few 
options for governments to reduce the available stock of foreign labour. In 
West Germany, leading politicians have warned about the higher birth rate 
of foreign, particularly Turkish, population and the consequences for 
Germany of being 'Swamped by aliens'.
As Edye (1985) suggested, the solution to this dilemma would be for 
governments to recognise the permanence of settlement, while at the same 
promoting programmes for education and vocational training. European 
governments also need to be flexible about the legal status of their 
foreign populations. Dual nationality could be permitted so that the 
foreign workers can keep the option of settling or returning.
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Before concluding this sub-section a comparison between the experience 
of Industrialised Countries and Kuwait needs to be made. In the abstract, 
the problem seems to be very similar: the presence of a large population of 
foreigners. Both 'push' and 'pull1 factors of migration are also similar. 
In Kuwait, in 1970s and 1960s, rapid economic growth created a situation 
whereby the excess demand for labour could only be met by recruiting large 
numbers of foreign workers. Employers both in Kuwait and Europe have 
benefited from foreign labour, because it has provided a supply of cheap 
and mobile workers permitting a certain flexibility in the labour market. 
Employers also have other objectives which foreign labour has helped to 
ensure, notably the chance to. maximise profit and provide a degree of 
industrial stability. So, there is no question about the benefits gained by 
having these large numbers of foreign labour when they were needed. But, 
when such presence of foreigners has become a 'problem', the underlying 
factors appear to be more or less comparable. Threats to social stability 
and political order and sluggish job opportunities can be felt in both 
cases. However, a qualification needs to be made: unemployment has not 
reached a crisis stage in Kuwait, as is the case in Europe.
A major difference between the experience of Kuwait and that of Western 
Europe, however exists. In relevant literature, foreign workers in Europe 
were first referred to as 'guest workers', then this term was changed to 
'foreign employee' and recently to 'foreign fellow' citizens. These changes 
in the term exactly reflect the development of the problem. Originally, 
they arrived as temporary workers and they ended up as permanent settlers. 
In Kuwait, all foreign workers are guest workers and is not intended that 
they will be there indefinitely (perhaps with the exception of 
Palestinians) . The need has not arisen so far for mass repatriation in 
Kuwait. But the intention is to anticipate any potential problem by a 
Kuwaitisation policy which achieves a gradual reduction of foreign labour 
stock. A further distinction is that migrant labour into Western Europe
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were mostly semi-skilled and unskilled manual workers, whereas in Kuwait 
migrants are at all occupational levels.
2 .The Developing Countries:
In spite of major differences in nature and objectives, Kuwaitisation 
can be compared, to the Africanisation policy of the Sixties when many 
African countries obtained independence from their colonial rulers. 
Originally it was thought of as substituting expatriates in public service 
with national staff. In practice, however, the definition was widened and 
more politically orientated, to mean the outright nationalisation of all 
foreign owned business and expulsion of foreign workers. Africanisation 
became synonymous with decolonisation.
Adu (1964), broadly divides the motivation for Africanisation into two
categories; Political and Economic. It was natural that the political urge
for independence should also be reflected in the urge to create an
indigenous public service. Political independence not matched by a national
administration would naturally result in disharmony. As Burk and French
(1966), pointed out:
"The replacement of former colonial officials with nationals is 
needed to insure public awareness of the transfer of loci of power 
and to help construct the basis for support and legitimacy for new 
independent government. "
Furthermore, there were some posts which were sensitive from the
national security point of view, such as the police and armed forces, which
needed immediate indigenisation. Although political interest was an impetus
behind the application of an accelerated program of Africanisation to many,
(for example Sankok,1981) the real justification was economic. Europeans in
Africa were very expensive labour. Abdin et al (1983) argued that:
"Jt was not possible to administer a colony without European 
bureaucrats and specialists who had to be paid salaries high enough 
to attract them to those in-hospitable and distant parts of the 
world. "
Most of the African Civil Service was divided into Senior and Junior 
grades. The Europeans usually being in the Senior posts. In addition to
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large basic salaries, they were paid an expatriate allowance, sometimes 
equal to the basic salary. Moreover, Europeans enjoyed considerable fringe 
benefits, such as free housing, free travel and medical care... etc. Thus, 
replacement of foreigners with nationals was a big opportunity to reduce 
the cost of running the public service. This could be a valid motive for 
Africanisation, but only partially true for Kuwaitisation. Europeans and 
American are a minority (1.3% of the expatriate labour force in 1985) and 
almost all foreign labour is paid much less than their Kuwaiti 
counterparts.
Africanisation was also justified by the fact that it ensured stability 
in the staffing of Government services. Employment of staff from overseas 
can only be regarded as a short term expedient. Thus, the solution is to 
build up a local cadre of officers bound to their jobs by ties of 
responsibility and natural loyalty.
Another factor was the drain of money out of the country caused by the 
employment of expatriate labour. A high proportion of the salaries paid to 
expatriates was spent in the country, but it was natural that savings 
should be remitted to their home countries.
In short, it can be said that ultimately the real justification for 
Africanisation was the natural and understandable desire for every country 
to manage its own affairs.
Because Africanisation was viewed by the majority of Africans as an 
integral part of political independence of their respective countries, many 
countries regarded it as an immediate process of replacing expatriates with 
local staff. The fact that many African countries did not have an adequate 
supply of local manpower was not a deterrent to quick Africanisation. The 
effect of such a change were negative in some cases. For example, in the 
preparatory period (two years before independence) Sudan reduced the 
British Cadre in the public service from 1200 to 150. The technical 
services in the country nearly collapsed. Two years after independence the
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Sudanese Government had to re-employ British technical staff and advisers. 
The conclusion of Younger (1960) on the Sudanese experience was that:
"The Sudanese themselves would probably not now recommend to others a 
policy as drastic as the one which their exceptionally tense 
political situation led to them to pursue."
In many African countries it was found necessary to appoint ad hoc 
commissions on Africanisation which were charged with the responsibility 
for formulation of policies. These were to be followed by the preparation 
of a blueprint for action, and the establishment of a timetable for 
implementing the Africanisation p l a n ^ . In very few cases, however, was it 
possible to prepare a comprehensive timetable. The manpower availability 
was too uncertain, and they were unable to prepare a reliable step by step 
plan. The most that could be achieved, therefore, was the establishment of 
working machinery for preparing and executing programmes of action, on the 
basis of what could be predicted with a reasonable degree of certainty.
For this purpose, some governments preferred setting up standing 
Africanisation Commissions. Such bodies would review the situation in each 
department of government in the public sector and determine the training 
programmes necessary for accelerating the pace of Africanisation in the 
departments. This action was taken in order to limit tribalism, Politics 
and corruption in appointments and promotions in the public sector.
The first method for promoting Africanisation was to ensure that 
Africans were recruited or promoted to fill posts as they occurred. This 
implies that there were sufficient numbers of qualified nationals; if not, 
expatriate recruitments had to be confirmed if efficiency was to be 
maintained. In the political context in which Africanisation was advocated, 
and for those who were looking for very rapid Africanisation this approach 
was too slow. The more drastic approach was to adopt a policy of displacing 
non-nationals to make room for suitable qualified Africans. One way of 
displacing non-Africans was a scheme of compulsory retirement. Another 
technique used was one of skill dilution. When certain local qualified
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personnel were not available, posts were downgraded. In some other cases, 
it was possible to split jobs so that they could be filled by Africans. 
Another method that had been applied was promotion on trial. This is when 
considering a candidate's suitability for promotion, it was considered 
necessary in the then circumstances to pay less attention to educational 
certificates, diplomas or degrees, and more attention to the candidates 
experience since leaving school, his general intelligence level, and his 
capacity to learn. Finally, another method of accelerating the progress of 
Africanisation was the creation of posts in special training grades, 
another way of on-the-job training to qualify nationals for advancement to 
higher posts.
As far as Africanisation in the private sector was concerned, two 
policies were pursued. Firstly, immigration control, designed to restrict 
the employment of non-nationals where a national could do the work, and 
secondly, fiscal policy designed to increase the relative cost of 
expatriate employment to the employers.
Many reviewers of the state of the public services in Africa today,
have very hard words to say about them. The services are described as
ineffective, inefficient and performing poorly (Nasfir,1969). For instance
Jacobs (1983) described the Sudanese public service in the following word,:
"At the time it achieved political independence, the reputation of 
the Sudan’s public service was deservedly high. From my own albeit 
brief and intermittent contact with that service in the 1940s, 1950s, 
and 1970s, I can attest from personal experience to its calibre and 
spirit. I have no hesitation in concluding that its present morale 
and productivity are at an all time low. "
One major reason for this poor performance has been related to the 
problems that accompanied the Africanisation policy. As argued by Mutahaba 
(1982), many African countries had failed to appropriately restructure the 
inherited organisational arrangements in order to cope adequately with 
increased, expanded and more complex activities. This has been due to a 
number of factors:
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a. The speed at which Africanisation was achieved for political 
consideration, b. The relatively low quality of locals who replaced 
expatriates in terms of qualifications and experience, c. Widespread 
nepotism in appointment and promotion, which enabled the ’unqualified' to 
occupy senior posts. As far as problems of Africanisation in the private 
sector were concerned it can be said that:
i. All the firms in the private sector were foreign owned, therefore 
employers were reluctant to appoint Africans in certain senior management 
positions particularly those which had to do with financial and perhaps 
personnel matters.
ii. As the majority of investments in these countries were foreign-owned, 
there was reluctance to demand speedy Africanisation in these companies.
iii. Some governments may have had fiscal consideration in mind: taxation 
on expatriate labour was a considerable source of revenue. Additionally, 
there was a scarcity of skilled and educated manpower in most African 
countries.
As both Africanisation and Kuwaitisation are concerned with replacing 
the non-national workforce with a national force, both policies have 
similarities, at least in general orientation and at the abstract levels. 
However, major differences can be identified in the underlying motivations, 
procedures and methods. First; the nature of foreign labour in each case is 
different. In Africa, expatriates were part of the colonial ruling class. 
In most cases, they occupied senior posts and more or less ruled the 
government through occupying the key posts of the public service. The 
important role of decision making rested with them. In Kuwait, while 
foreign labour exists at all levels of manpower, the majority of workers 
are technical and unskilled . The key positions are held by Kuwaitis and 
the influence of foreigners in the decision making process is very limited, 
if not absent altogether. Second; the motivation behind Africanisation was 
primarily economic, and political only secondary. The same reasons stand
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behind Kuwaitisation but with different interpretations. Politically, 
Africanisation meant that attainment of Political independence would have 
to be matched with African administration for reasons of nationalistic 
honour, pride and legitimacy. This is not the case in Kuwait. However, 
Kuwaitisation is also motivated by political factors, but in a different 
way. For example, it is believed that the presence of a large number of 
foreigners on Kuwaiti soil always pose a threat. The special case of 
availability of large number of Iranians or pro-Iranian Islamic factions in 
the circumstances of the Gulf war, means that there are large numbers of 
people within the country whose loyalty is to another country, potentially 
an enemy. Economically, Africanisation was intended to replace expensive 
foreign labour with relatively cheap national labour. If we apply the same 
criteria to Kuwait, it would be in the country's interest to keep (and not 
replace) the foreign labour. As will be discussed in chapter below, the 
average Kuwaiti employee may cost as much as double the non-Kuwaiti 
counterpart. This particular aspect of cost is very significant in the 
studying of Kuwaitisation, particularly in the private sector. Other 
economic reasons behind Kuwaitisation are in a way similar to those which 
motivated Africanisation, to mention but one, the remittances of foreign 
labour to these countries. Though the government prefers Kuwaitisation in 
the sense of replacement of non-Kuwaitis by Kuwaiti nationals, its 
intermediate objective seems to allow for preferential treatment of non- 
Kuwaitis of Arab origin. Africanisation meant independence for the public 
servants, where the key positions were in the hand of non-Africans, i.e 
mainly Europeans. This is not the case in Kuwait, where the key positions 
are already in the hands of Kuwaiti nationals.
Also there are other areas of difference between Kuwaitisation and 
Africanisation, for example; Kuwaitisation covers both public and private 
sectors, while Africanisation mainly concerned itself with the public
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Sector (service). Lyngu (1980) defined Africanisation in the following 
terms:
"Africanisation is a fluid term used in various contexts to refer to 
programmes aimed at realising the ideals and aspirations of post 
independence governments. When referring to the public service, the 
terms has two meanings. First, it implies the process of replacing
expatriate Civil servants by nationals  A second and more
encompassing definition evolved. According to this second version, 
Africanisation was construed as a process of transforming a colonial 
type civil service into a national one."
In Sierra leone for example, Africanisation meant replacing expatriate 
incumbents of Civil Service positions with local Citizens. (Sankok, 1981). 
In Kuwait the private businesses are majority owned by Kuwaiti nationals 
and Kuwaitisation in the private sector carries no notion of 
nationalisation.
In Malaya, Malayanisation of the public service came into force just 
one month prior to independence (Younger, 1960). Also Sudanisation involved 
a clean sweep of foreign labour. Unlike these cases, Kuwaitisation will 
involve a gradual replacement of foreign labour by Kuwaiti nationals.
Other countries were mainly pre-occupied with the replacement of 
foreign labour at the top level of employment (ie Sierra leone). They also 
faced the problems of the lack of important financial resources (Sankok, 
1981) to cater for replacement policy implementation. In the case of 
Kuwait, Kuwaitisation is meant to apply to all levels and the country seems 
to have no problem with financial resource necessary to undertake that 
policy. However, Kuwait, unlike the above-mentioned countries, faces the 
problems of a limited population.
The major concern in the previous studies was the assessment of the 
historical implementation of the policy of replacement (e.g. Sankok, 1981) . 
But as the policy of Kuwaitisation is already being under implementation, 
our present study will be concerned with ongoing aspects and 
potentialities. This will also enable us to look into the implications of 




This chapter has placed the Kuwaitisation policy in the context of the 
socio-economic development of the country. A quite distinctive set of 
economic, social and cultural characteristics have, over two or three 
decades, led to a situation where Kuwaitis have become a minority in their 
own country. This chapter has examined the origin of the policy of 
Kuwaitisation and the pressures that led the government to adopt the Five 
Year Development Plan with the prime purpose of balancing the population by 
the year 2000. The plan suggests a range of measures which it has hoped 
will enable the process of Kuwaitisation to be achieved. The likely 
effectiveness of these measures is assessed by considering the academic 
literature which is concerned with reducing the apparent heavy dependence 
on foreign labour in the Gulf States.
Finally, the chapter examined the experiences of countries which had 
similar problems particularly in Europe and Africa. France, Germany and 
Switzerland all had to take measures to halt the inflow of migrant labour 
when unemployment rose dramatically in the mid 1970s. They also adopted a 
variety of measures to "persuade" unemployed non-nationals and their 
dependents to return "home". However, the European experience clearly shows 
the wisdom of the Kuwaiti approach which is aimed at decreasing the 
reliance on foreign labour while economic conditions are still 
comparatively favourable. The Africanisation policy was always a response 
to political independence. It must be stressed that the nature of the 
manpower problem, the reasons for Africanisation and the manpower measures 
adopted are all quite different from those in Kuwait.
Table (2.1) Total labour force in Kuwait by Sectors 1985
Kuwaiti Non-Kuwaiti Total
Nuiber X Nuiber X Nuiber X
Government
Sector 108088 87.2 135775 24.9 243863 36.4
Private
Sector 14015 11.3 388751 71.2 402766 60.1
joint Sector 1457 1.2 14502 2.6 15959 2.4
Co-operative
Sector* 396 0.3 71615 1.3 7561 1.1
Total 123956 100.0 546193 100.0 670149 100.0
Source : Ministry of Planning CSO, The final result of population 
census for 1985, Feb, 1986, Table 39 p.256.
* Information obtained froi Ministry of Social Affairs and Labour 
1988.
Table (2.2) Total Non-Kuwaiti Population by nationality for 1975 and 1985
Other Arabs Asians Others Total
No X No X No X No X
1975 419,187 80.2 97,813 18.7 5749 1.1 522,749 100.0
1985 642,814 63.3 355,974 35.0 17225 1.7 1,016,013 100.0
Source: Annual Statistical Abstract, 1988 Table 45,48 p58 and 62
Table (2.3) Non-Kuwaiti Population by nationality and percentage of duration of residency in 1985.
less than 
1 year
1-4 5-9 10-19 20+ Total
Other
Arabs 34.1 47.2 67.4 80.9 84.2 63.3
Asians 60.3 50.3 31.5 18.8 15.6 35.0
Others 5.6 2.5 1.1 0.3 0.2 1.7
Total 9.3 30.3 25.0 24.9 10.5 100.0
Source: Annual Statistical Abstract, 1988 Table 45 p58.
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The analysis in chapter two indicated that the issue of
Kuwaitisation revolves around the reconciliation of labour supply with 
labour demand in Kuwait and the steps that need to be taken to achieve such 
a reconciliation. This chapter aims to establish basic trends from the 
available statistics and macro-economic indicators of Gross Domestic
Product (GDP), population, employment, education and the labour force. The 
discussion is constrained by the availability of data and concentrates on 
developments since 1975.
3.2 Macro-economic trends.
Kuwait' s economy is dominated by the oil sector and the revenue it
generates for the Government is the most important determinant of the level 
of activity in the non-oil sectors. As shown in Table, 3.1 - (see p.79) the 
GDP has fallen since 1975 by 32% due to the dramatic decline of the share 
of the oil sector from 77.5% in 1975 to 50.8% in 1987. The oil volume has 
declined by more than 55% since 1975, due to the fall in production from 
over 2m b/d in 1975-1- to 1.25m b/d in 1987^, the slump in oil price from US$ 
33/b to US$ 14/b and the development of other sectors of the economy.
While crude oil exports fell by nearly 74% from 1.8m b/d in 1975 to
0.5m b/d in 1986, exports of refined products rose by almost 58% bringing 
the government much closer to achieving its objective of refining two
thirds of crude output locally, and acting as a greater stimulus to the 
local non-oil economy^.
The share of the non-oil sector accounted for 49.2% of GDP in 1987 
compared with 22.5% in 1975. This jump may be attributed to the government 
policy of diversifying the economy to reduce dependence on the oil sector.
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Despite this, there was a slight decline in the volume of non-oil GDP of 
3.5%, from 1980 to 1987 reflecting a recent slow-down of the economy, 
especially in trades, services and construction.
The manufacturing sector has seen its share in GDP rise from 3.3% in 
1975 to 5.3% in 1985, though output declined by 13.5% from 1985 to 1987 
despite the fact that the sector was expected to grow by nearly 6% in real 
terms during the current development plan (ie. 1985/86-1989/90). The 
construction sector accounted for 3.1% of total GDP in 1987, having 
contracted by 51% from 1980. The completion of most of the infrastructure 
projects, which were started in the mid 1970s, coupled with falling oil 
revenues, has significantly affected activity in this sector.
The second largest sector in the Kuwait economy is the service sector. 
It has a share of above 24% of GDP in 1987 compared to only 8.3% in 1975, 
has virtually doubled in 12 years, and was the only significant sector to 
exhibit an increase.
Since the mid 1970s the finance sector has shown steady growth in
terms of services and assets. It's share of GDP increased from nearly 4%
in 1975 to almost 8% in 1987. The aftermath of the Souk-Al-Manakh 
(unofficial stock market) collapse in August 1982 and the downturn in 
economic activity has created difficulties for the banking sector, and
slowed its pace of growth in recent years. Some measures have been taken 
recently to deal with the problems facing the banking sector including
Central Bank restrictions on lending and the repayment of loans.
The budget is the governments' principal instrument of economic 
development and the main determinant of the level of domestic economic 
activity, the fiscal year running from 1st July to 30 June. The budget is 
presented so that income from the governments' foreign assets is excluded 
from total revenues. Foreign assets are held in the State General Reserve 
(SGR) and the Reserve Fund for Future Generations (RFFG) . Income from the 
RFFG is reinvested with the fund which can not be drawn until the year
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2001, implying that any budget deficit must be met from SGR. During 
1980/81-1986/87, total government revenue fell by nearly 63% as a result of 
66.8% decline in oil income (Table 3.2). Non- oil income rose by 20.4% to 
account for 14.3% of total revenues. Total expenditure rose by 5.8% during 
the same period.
The favourable balance of payments on visibles and invisibles trade 
fell to KD 1581m in 1987/88, compared to KD 4563m surplus in 1980/81. A
notable reduction in the visible trade balance (from 3751 in 1980/81 to 988
in 1987/88) by almost 74% due to the fall in oil exports ( by almost half 
during the period) is the major reason for the decline in the balance of 
payments (see Table 3.3). The invisibles balance and current account 
balances also fell sharply. However, the current balance remained in
surplus despite the dramatic slump in oil revenues, this owed a lot to
caution during the Iran-Iraq war and following the 1982 stock market crash.
According to the Current Development Plan, and on the basis of various 
development projects due to be implemented during the period, in both the 
public and private sector, it was expected that GDP would increase during 
the plan period by 21%, an annual growth rate of 3.9% (see Table 3.4). The 
oil sector was expected to achieve 3.7% annual growth compared to 4.1% in 
other sectors. Consideration of a country's development plan should help 
determine, in broad terms the magnitude of current and anticipated demand 
for labour in different economic sectors. However, Table (3.1) shows 
clearly that the plan is not being realised, as the oil sector GDP fell by 
11.3% and non-oil GDP by 5.8% over the first two years of the plan. The 
plan seems to be a massive exercise in self deception and would be an 
invalid basis on which to base decisions on issues such as immigration, 
work permits and demand side economics.
50
3.3 Population trends:
This section analyses the growth and the characteristics of the 
population as a backdrop for subsequent discussion of the labour force in 
Kuwait. Official data about Kuwait's population was first collected in the 
census of 1957. This showed a total population of just over 0.2 million of 
whom 55% were Kuwaiti. The population had increased to over 0.7 m in 1970 
and to 1.7m by the 1985 census (see table 3.5). The most up-to-date 
figures available put the population of Kuwait at 1.9 million in 1988, a 
nine-fold increase in 31 years. The growth rate for the years 1957-61 was
11.1% and this has declined steadily to 4.1% in 1985-88. The main factor 
underlying this rapid population growth was the expansion of the economy in 
the 1950s, 1960s and early 1970s, mainly due to the discovery of oil which 
led to the importation of foreign workers; the non-Kuwaiti population has 
usually grown at a faster rate than that of Kuwaitis. Consequently the 
non-Kuwaiti share in the total has risen from 45% in 1957 to 61% in 1988 . 
The economic difficulties of the 1980s, coupled with the governments' 
attempt to curb.immigration have substantially reduced the growth rate for 
expatriates, however, the non-Kuwaiti population is still growing at 4.7% 
per annum during a period when a policy of Kuwaitisation was being pursued, 
and real GDP was falling.
The Kuwaiti population increased by 560% from 1957 to 1988 . Again the 
growth rate has been declining from some 9% in the 1960s to 3.3% per year 
for 1985-88. The exceptional population growth rate in the 1960s was 
brought about by a rapidly declining death rate and an extremely high birth 
rate. The growth rate has declined steadily since 1970 to 3.3% per annum 
in 1985-88. The birth rate has fallen considerably because of social 
changes with more Kuwaiti women remaining in education and an increase in 
the age of marriage. Even so the 1988 birth rate at 40.6% per 1000 
population remains at a high level (over 3 times that for the UK),
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1. Population by age structure
According to the UN Economic and Social Council the proportion of the 
population in the labour force in the Middle East is among the lowest in 
the world due to the large number of children in the population4. In fact/ 
with almost 50% of the national population under the age of 15 years. 
Kuwaitis can be considered to be among the youngest nationalities in the 
world^.
Table (3.6) shows that about 48% of the Kuwaiti population were under 
the age of 15 in 1988, a slight improvement in 1975, but by comparison only 
26% of non-Kuwaitis are under the age of 15. Thus, the youthfulness of 
Kuwaiti population is a major factor behind the shortage of Kuwaiti labour, 
since it directly reduces the size of the indigenous labour force in 
proportion to the total population. But, it may also in the long run 
result in achievement of the Kuwaitisation policy as the large 0-14 age 
group reaches working age. The non-Kuwaiti population is concentrated in 
the age group 20-34 and accounts for 34.1% of the total non-Kuwaiti 
population. This is due to the fact that many immigrants come to Kuwait in 
their prime working years.
From 1975 to 1988 the proportion of the Kuwaitis in their prime working 
years (20-34) increased by 1% from 21.5% to 22.7%, while non-Kuwaitis in 
this age group increased by 4.5% reflecting increased labour demand during 
the period.
Another interesting demographic characteristic is the preponderance of 
males in the adult non-Kuwaiti population. Non-Kuwaiti males outnumber 
females by 1.9 to 1 in the 20-54 age group, reflecting the 'single' status 
of many of the job openings in Kuwait, and rules barring the families of 
those earning below a certain threshold.
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2. Population by educational attainment
Table (3.7) shows the educational attainment of the Kuwaiti and non- 
Kuwaiti populations aged 10 and over in 1975 and 1988 . Illiteracy is 
clearly a major problem. In 1975, 30% of all Kuwaiti males and 59% of all
Kuwaiti females were illiterate. As shown in table (3.7) the illiteracy
rate has dropped significantly during the last thirteen years. This drop 
has been achieved by providing wide educational facilities, the 
introduction, in 1965, of compulsory education up to intermediate level, 
and large programmes of adult education. By 1988 illiteracy rates has 
fallen to 10.9% for males and 28.6% for females. The illiteracy rate among 
Kuwaiti women is still relatively high. In order to help the Kuwaitisation 
process, this needs to decline further, particularly as there is a positive 
correlation between female employment and the level of education.
Rapid advances were made in higher education in 1975-88. The number of 
Kuwaiti male university graduates increased five-fold while Kuwaiti female
graduates grew by a factor of nine. Consequently, the proportion of
graduates grew from 1.3% in 1975 to 5.1% in 1988. Large increases were also 
recorded among those educated upto secondary level. It is significant that 
12.3% of all Kuwaiti females were educated to secondary level in 1988, a 
figure only marginally below the 13.7% observed for males. Females are a 
rapidly growing element in the educated labour force and an important 
potential source of labour supply in the process of Kuwaitisation.
Non-Kuwaiti males tend to be better educated (9.6% of non-Kuwaiti males 
were university and post graduates in 1988, as compared to 5.8% for Kuwaiti 
males).
3. Future projections of the Kuwait population
The size of the expatriate population is a major cause of concern for 
Kuwait's government and policy makers who have been trying to halt the flow 
of workers into the country by tightening immigration procedures and by
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promoting the Kuwaitisation policy. A principle planning objective is the 
balance between the expatriate and national population by the year 2000. By 
1990, the Development Plan predicts that the population will be 1, 844, 222
i.e an average annual growth rate of 2.8% during the period. This forecast 
is based on expected trends in various demographic elements and measures 
which show that there should be a gradual change in the age structure of 
the population, bringing an increase in the proportion of the population in 
the productive age ranges and hence a decline in the dependency ratios.
As table (3.8) illustrates, the Kuwaiti population in the age group 0- 
14 is expected to increase by 17.9% from 1984/85 to 1989/90 and by just 
over 48% from 1989/90 to 1999/2000. The plan also predicted that the 
Kuwaiti population of working age will increase by 20.7% and 48%, 
respectively, so that nationals will make up 44.8% of the total population 
by 1989/90, implying an average annual increase of nearly 4% for nationals 
with 2% for non-nationals.
If it is further assumed that the government will be able to hold the 
growth rate for non-Kuwaitis at the predicted 2%, and that for Kuwaitis it 
will remain at 4%, by the year 2000, the total population will be 2,438,984 
and the share of Kuwaiti 50.1%. The rapid rise in the number of Kuwaitis, 
if coupled with continued educational advances, would appear to guarantee a 
plentiful supply of labour for the Kuwaitisation policy. However, 
available statistical information in 1988 (see table 3.5) indicates that 
the population of 1.91m was already higher than the target and that the 
percentage of Kuwaitis was continuing to decline. The government is clearly 
not on course with respect to its Kuwaitisation objective.
3.4 The labour force In Kuwait
1. Definition:
The precise definition of what constitutes the labour force has always 
been an area of disagreement in the field of human resource management. One
important conceptual problem is concerned with the appropriate measure of 
labour force participation, particularly in rural areas of Developing 
Countries. Various approaches have been adopted to include (or exclude) 
certain categories of the community in the labour force.
Much has been written about the definition of labour force in the
literature. (see for example R Anker, 1983). As the rural sector is 
virtually non-existent in Kuwait the definition of 'labour force' causes 
few problems. Kuwait subscribes to the International Manpower 
Classification System, so that manpower i.e population of working age 
(above the age of 15) is classified into two major groups.
1. Those in the labour force, which is divided into two categories, a. 
Employed persons, which includes self-employed and paid employees and
unpaid family workers; and b. Unemployed persons.
2. Those not in the labour force, including full time students, persons 
able to work, but not willing to work because they have other support not 
classified as employment and housewives engaged in household work.
2. The size of the labour force.
According to the latest available statistics, the size of the total 
labour force amounted to nearly 800, 000 in 1988, of whom only 18% were 
Kuwaitis (see table 3.9), a clear manifestation of the heavy reliance of 
Kuwait on imported labour from other Arab and Asian countries. Table (3.9) 
also shows that the size of the total labour force increased by 162% in 
1975-88. Most of this increase took place in the 1970s. Table (3.9)
indicates that the proportion of Kuwaitis in the labour force was as high
as 30% in 1975, but has dramatically fallen to 18% in 13 years. The small 
proportion of Kuwaitis in the labour force is not only a reflection of the 
size of the national population (even if the proportion of population of 
working age been slightly increasing), but also of the large section of the 
population, under fifteen, the meagre female participation and the number
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of students seeking free higher education. In 1975, other Arabs were 48.6% 
and Asians were 20.5% of the total labour force. By 1985, the relatively 
low cost Asian labour accounted for 42.2% of the total labour force 
compared to 37.7% for other Arab.
A puzzling aspect is that the growth of labour force from 1975 to 1988 
has taken place against a background of a falling GDP. In particular, there 
was a 120% increase in employment in 1975-85 associated with a 25% decline 
in GDP. The observed change in labour force productivity, for different 
section, is considered in further detail below (see table 3.15). The most 
recent evidence, 1985-88, is that employment is growing at 6% per annum 
where GDP (1985-87) is still falling.
Unemployment in Kuwait was defined by the Ministry of Planning (1980)
as:
"those who are able to work and ready to enter the Market, but cannot
find fruitful workf even if they want it and are looking for it,
whether they had been working before or seeking work for the first 
time"*
Available data about unemployment in Kuwait (see table 3.10) indicates 
that although the numbers of unemployed had increased from nearly 8,000 
person in 1975 to about 10, 000 in 1985 the unemployed Kuwaitis fell while 
the number of unemployed non-Kuwaiti's increased. Unemployment by 
nationality amounted to 6.8% in 1975 and 2.7% in 1985, for Kuwaitis and
0.8% and 1.2% respectively for non-Kuwaitis. The majority of unemployed 
Kuwaitis are voluntarily out of work, and the apparent reduction in their 
numbers over recent years indicates that more Kuwaiti youths are now ready 
to accept jobs. Unemployed non-Kuwaitis can continue to reside in the
country until the expiry of their work permit and/or those who are looking 
for the first time or are between change employees are counted as
unemployed.
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3. The labour force by sex
Table (3.11) shows that more than 77% of the labour force in Kuwait 
are men. A similar pattern exists among both Kuwaitis and non-Kuwaitis. As 
the demographic structure of the national female population is similar to 
that of men, the low number of females in the workforce results from a 
lower participation rate. However, Table 3.18 shows that it is the Kuwaiti 
female participation that is increasing while that of Kuwaiti males is 
falling. The female participation rate and the factors which affect it are 
critical for Kuwaitisation policy.
4. The labour force by Age structure
As shown in table (3.12) about 58% of the total labour force in Kuwait 
are 34 years of age or below. This reflects the structure of rapidly 
growing population, with an expansion in education facilities and more and 
more Kuwaitis joining the labour force in recent years. The number of 
Kuwaitis in the work force in the 20-34 age group is 79,336. An encouraging 
feature is that - Kuwaitis have the highest proportion among the youngest 
group, and a very low proportion of the older age group, with a probability 
of early retirement. This mainly reflects the fact mentioned in 3.3.1 
above, that this young bulge in the population will be moving up the age 
structure and increasing the Kuwaiti workforce, provided the participation 
rates in the older age groups can be maintained and even improved.
The majority of the non-Kuwaiti labour force is concentrated in the age 
group 25-39 (59.1%). Understandably, non-Kuwaitis must possess a good deal 
of experience in order to join the Kuwait's labour market, and some have 
been in the country for a long time.
5. The educational attainment of the labour force
The educational advances in the population noted earlier (see table 
3.7) are confirmed when considering the educational attainment of the
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labour force. The proportion of illiterates declined from 33.8% in 1975 to 
15.4% in 1988 . However, if semi-illiterates (those who can only just read 
and write) were added these percentages would be 58.6% and 33.8% 
respectively (see table 3.13). This is higher than the illiteracy rates for 
the entire population as many of those now in the labour force did not have 
the chance of schooling 15 or 20 years ago.
For Kuwaiti females it appears that the higher the level of education 
the more likely they are to join the labour force. As table (3.13) shows, 
about 11.8% of Kuwaiti males in the labour force in 1988 held university
degrees, up from 3.1% in 1975, while the vast majority of Kuwaiti females
are either secondary school leavers or university graduates (58.7% in 1975 
increasing to 71% in 1988). Table (3.14) shows that the 57.6% participation 
rates for Kuwaiti females with secondary education or above is dramatically 
higher than the 17% level for females in general, (see Table 3.18). The
figures for male Kuwaitis shows that participation rates of the educated
group was increased from 66.6% in 1975 to 80.1% in 1988. However, the 
biggest problem might be males with secondary education not being in the 
labour force. Possibly this is due to the fact that some of this group may 
be in further education. While educated females make an important 
contribution to the Kuwaiti labour force, the proportion of female 
graduates seems high and there may be less scope to advance a lot further.
The educational attainment among non-Kuwaitis has improved. Among male 
non-Kuwaitis in the labour force, the illiteracy rate dropped from 32.3% in 
1975 to 17.4% and among females from 37.2% to 13.2% in the same period, 
possibly due to the fact that only reasonably educated expatriates are able 
to find jobs in Kuwait in recent years.
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6. Sectoral distribution of the labour force
The shifting importance of oil and the diversification of the Kuwaiti 
economy has been associated with changes in the labour force distribution 
by economic sectors. Table (3.15) demonstrates the following features.
During the period 1975-85, the oil sector GDP declined by almost 50%. 
The total workforce increased by 45%. On nationality basis the rates
increase was almost similar for Kuwaitis and non-Kuwaitis. The largest 
increase of the workforce could be witnessed in the construction sector 
with an increase of 285% during the period. However, the number of 
Kuwaitis had fallen by nearly 17% indicating that construction is not a 
sector which attracts Kuwaitis. The GDP in this sector had increased, 
although such increase was moderate(104%) in comparison with corresponding 
rate of increase in workforce.
The manufacturing sector shows a virtual doubling in workforce 1975-85, 
yet only a 17% increase in real GDP. The proportion of Kuwaitis remained 
fairly constant in this sector at around 9% leaving enough room for a 
considerable shift in the Asian/Arab mix of the workforce . In the
financial sector, the workforce tripled while real GDP doubled with the 
proportion of Kuwaitis slipping only slightly from 21% to 19%. All these 
major sectors show an apparent decline in labour productivity between 1975 
and 1985. However, within non-Kuwaiti employment there has been a major 
shift towards low paid Asian worker at the expense of higher paid Arab
expatriates. Average real wage of expatriate labour has fallen, perhaps 
dramatically. However, this shift within non-Kuwaiti employment has
exacerbated the Kuwaiti/non-Kuwaiti imbalance in the population.
The largest sector of the economy, in workforce terms, is the social 
services. About 8,000 of the 30,000 increase of Kuwaitis in this sector 
were probably female teachers and male clerical workers while a large 
proportion of the 136,000 additional non-Kuwaitis in this sector were 
female domestic servants (see table 3.16b). The productivity and pay levels
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were already low in this area in 1975 and it is not surprising that the 
GDP/employee fell from 1975 to 1985.
The figures for Kuwaitis show that preferred sectors include social 
services, oil, finance, manufacturing and transportation (airline 
especially), while the less popular sectors include trade, construction, 
agriculture and the utilities.
The main reasons for concentration of Kuwaiti employment in the social 
service sector (i.e 73.5% in 1985) can be attributed to a number of factors 
such as a) the establishment of the welfare state leading to a considerable 
expansion of the sector, b) the guaranteed employment system, encouraging 
many Kuwaiti job seekers to join the government sector, and c) the 
prevailing system of values and traditions, largely limiting the work of 
women in this sector. Nearly all Kuwaiti women are concentrated in social 
services, as government employment policy tends to emphasise certain 
occupations, such as teaching or social work, as proper for women.
Non-Kuwaitis were more concentrated in construction, trades and 
manufacturing, though still strongly represented in absolute terms in 
social service.
7. The labour force by occupational distribution
Kuwait adopts the International Standard Classification of Occupation 
(ISCO) and, accordingly, table (3.16) presents the distribution of labour 
force by occupational groups in 1975 and 1985 and the major changes that 
took place during the period. The key features are 1) the distribution of 
the Kuwaiti males by occupation shows that virtually all extra male 
employment over the ten years period has been in three categories. ie 
professional and technical (+132.7%), administrative (+270%), and clerical 
(+55.4%); 2) Kuwaiti males' distaste for manual work is confirmed by the 
high concentration of Kuwaitis among administrative, managerial and 
clerical workers; while service occupations remain the major occupation for
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Kuwaiti males, the growth in these has been only 22.3% over 10 years. The 
proportion of Kuwaiti males in the two manual categories, agriculture and 
production fell from 22.8% to 12.6%. 3) Kuwaiti females have increased
considerably in every occupation since 1975. Kuwaiti female professionals 
almost equal the number for Kuwaiti males. The great majority of these 
females are teachers. Significant Kuwaiti female employment was also found 
in the clerical occupations. Their representation in other sectors is 
almost negligible. Social and cultural factors play a role in confining 
Kuwaiti female employment to certain sectors and/or occupations.
Table (3.16b) also shows the distribution of the non-Kuwaiti labour 
force by occupation. The number of non-Kuwaitis of both sexes shows an 
increase in every occupation since 1975. The extra employment among males 
over the 10 years was found mainly in production and service occupations, 
with significant growth in the administrative, agriculture and professional 
and technical groups. Non-Kuwaiti females increased in every occupation 
since 1975 and particularly in service occupations, the latter probably 
related to an increased demand for domestic workers. Non-Kuwaiti males were 
concentrated in production jobs (ie. 48.1% in 1985) while females were 
concentrated in service workers (ie. 65.4% in 1985).
Therefore the Kuwait's labour force not only suffers from shortages of 
indigenous skilled labour, but also from a lack of unskilled labour. The 
former may be partly due to deficiencies in the output of the education 
system but the latter owes much to the attitudes of Kuwaitis towards manual 
work. Also while the effect of education on the female labour force appears 
very promising this phenomenon may be of less value in achieving 
Kuwaitisation, if women are narrowly restricted to teaching and segregated 
clerical duties, because of cultural/social and religious factors.
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8. Labour supply and demand projection
The prospects for replacement depend basically on the future supply and 
demand for total labour in Kuwait and the future growth prospects for 
Kuwaiti labour. To the extent that a pool of citizens is available and 
entering the labour force, prospects for replacement can be delineated.
Choucri and Al-Qudsi (1988) carried out an extensive labour supply and 
demand projections in Kuwait until year 2005. Accordingly, they reported 
that in the year 2000 total labour demand will exceed Kuwaiti labour supply 
by almost 150,000 at the aggregate and on an economy-wide basis. This net 
excess demand indicates how many workers the economy will need less the 
projected supply of Kuwaitis. This excess demand is what would need to be 
filled , given the supply of citizens. The study showed that excess demand 
is generally greater in the lower educational levels and that most excess 
supply occurs in the social service sector. Nonetheless, Kuwait will
continue to import workers of different levels and skills. It is known that
the total number of Kuwaitis in the labour force at the end of 1988
numbered nearly 145,000. This means that at least the figure needs to be 
doubled by the year 2000 before thinking of the replacement. Certainly this 
is an impossible task.
3.5 Employment Policy
Securing employment opportunities for all Kuwaiti citizens has long 
been regarded by the government as a national commitment. This is 
explicitly stated in the country's constitution:
”Every Kuwaiti has the right to work and to choose the type of
his/her work  work is a duty of every citizen necessitated by
personal dignity and public good. The state shall endeavour to make 
it available to each citizen and make its terms equitable.
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1. Employment Policy in the Government Sector
The outstanding characteristic of government employment policy in 
Kuwait is the guaranteed employment system adopted since the 1960s. The 
government sector labour law (18/1960) was designed to ensure that every 
suitably qualified Kuwaiti citizen has the right to a job in the public 
service and to encourage Kuwaitisation. The government created a special 
budget called the Complementary Fund Budget (CFB) to provide funds for 
government departments, encouraging them to accept new Kuwaiti applicants. 
University graduates, Secondary and Intermediate school leavers are, after 
attending training courses organised by the Civil Service Commission (CSC), 
allocated posts in different government departments. Moreover, the 
government provides attractive terms of service such as good salaries, 
fringe benefits and security. This is why more than 87% of the Kuwaitis in 
the labour force are employed by the government (ie. Civil Service and 
Public enterprises), see chapter 2. The concentration of Kuwaitis in the 
public sector can cause a problem of efficiency.
In the past the policy was to give priority in government service to 
Kuwaitis and then to Arabs. Since 1983 the CSC has halted the appointment 
of non-Kuwaitis except for posts that can not be filled by Kuwaitis because 
of shortages of some skills and also perhaps, their refusal to accept 
certain kinds of work. Among other measures taken to reduce heavy reliance 
on expatriates, the CSC issued a circular in March 1987 to all government 
departments requiring them to prepare Kuwaitis to replace expatriates aged 
56 and over who will retire within the next 4 years.
The CSC controls chapter I of the general budget (wages and salaries) 
and accordingly no one can be employed by any government department without 
prior approval of the commission, promotions and transfers are also subject 
to the commission's approval and grade 1,2,3 and engineers are not allowed 
to be appointed to a new job except after one year as from the date of 
his/her end of service. The commission is also responsible for the
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provision and follow up of training programmes, scholarships and study 
leave for government sector employees. These measures were intended to 
give the CSC full control over employment in the Civil Service. The figures
in Table (3.17a) indicate the changes that have occurred in the nationality
structure of employment in the civil service between 1975 and 1988. Total 
employment in the civil service rose by 67.4% with an 80.1 % increase in 
the number of Kuwaitis and 58.9% for non-Kuwaiti. Consequently the share 
of Kuwaitis rose from 40.2% in 1975 to 43.2% in 1988, although in absolute 
terms more of the additional civil servants were non-Kuwaitis.
Employment data from public enterprises is scarce. However, scattered 
information collected suggests that about 25,000 Kuwaitis and 82,000 non- 
Kuwaitis were employed by government entities outside the civil service in 
1985.
2. Employment in the private sector
The first labour law to be implemented in the private sector was passed 
in 1959, aimed at regulating the terms and conditions of service for
employees in the (then) newly expanding private sector. It was replaced by
the private sector labour law (38/1964) which outlined the rules and 
regulations for employment contracts, compensation, disciplinary action, 
termination of service and "end of Service benefits" -a bonus which usually 
given to employee when he/she resigned and/or made a redundant-. According 
to the provisions of the law all employees must be registered with the 
Ministry of Social Affairs and Labour and without a registration card no 
one may have a permanent job. Priority of. employment must be given first 
to Kuwaitis and then to Arabs while Article 21 of the industrial law in 
1965 requires that at least 25% of any private industry establishment's 
workforce should be Kuwaiti nationals.
It is clear that although these measures were intended to promote the 
employment of Kuwaitis, the available evidence shows that employers in the
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private sector are concerned more with profit than the national interest. 
The private sector remains dominated numerically by foreign labour and this 
dominance is increasing over time as the figures in table (3.17b) indicate.
Employment in this sector showed an increase of 193% during the period 
1975-1988, entirely due to the increase in the numbers of non-Kuwaitis as
the number of Kuwaitis fell by 20%, an indication that the private sector
is not attractive to nationals. It is probable that the long working hours,
relatively low wage, and the abundance of opportunities for Kuwaitis in the
civil service are the underlying reasons for the decline in the number of 
Kuwaitis in this sector.
It is important to note that a large number of domestic workers are 
included in the statistics of private sector employees. In 1988, their 
numbers reached about 116,000 (ie. more than 23% of private sector
workforce)®. The high incomes of Kuwaiti household, coupled with the 
readiness of some Asians to accept wages as low as KD 30 per month result 
in this high proportion of domestic workers.
3. Working hours
Working hours in government department are six hours per day and a
maximum of thirty five hours per week. In the oil sector, employees work
for 5 days per week, 8 hours per day. Schools work for 5 day and six hour
per day. In the private sector employees work 8 hours per day with a 
substantial break at midday, six days per week, and this applies normally 
to all grades of staff. Low working hours in the government sector make 
this more attractive for Kuwaitis than employment in the private sector.
4. Wagea and Salaries
Data about wages and salaries is scarce. No wage survey has ever been 
carried out and (as disclosed in the case studies) many employers are 
reluctant to disclose information regarding employees' remuneration. One
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reason for this may be related to the evident discriminatory practice of 
paying Kuwaiti more than comparable non-Kuwaiti. Many observers suggest 
that a remuneration gap of around 50% exists between nationals and non­
nationals (Al-Qudsi, 1985). Pay differentials on a nationality basis are 
prevalent both in the government and in the private sector despite the 
claim of some private sector employers that they do not discriminate 
between their employees. Differentials basically occur because of the 
payment of family and child allowance. Kuwaitis are paid child allowance 
of KD 30 per month per child with no restrictions on the number of 
children. Only non-Kuwaitis employed before July 1979 are paid child 
allowance of KD 10 per month up to a maximum of three children. The pay 
scales in the Civil Service are unified for all government departments and 
controlled by the CSC and it is designed to attract more Kuwaitis. The 
scale is divided into three grouping: one for general posts (employees who 
hold secondary school certificate and above) , another for vocational posts 
(those who take special training course mostly technicians) and the third 
for service posts (un-skilled manual workers). The minimum and maximum in 
1989 per month for these groups were KD 110-780, 90-295, and 90-210
respectively. An example of differentials between a Kuwaiti and a 
comparable non-Kuwaiti in the Civil Service are provided below.
Average monthly wages differentials for Kuwaitis 
and non-Kuwaiti worker in the Civil service 
(both graduated and married) in April, 1989^. .
Kuwaiti (K) 430
Non-Kuwaiti (NK) 315
K/NK 1.37 : 1
In a situation of unlimited supply of foreign labour employers,
particularly in the private sector, behave rationally by offering the
lowest pay that is acceptable to foreign workers. Thus, the low pay make
Kuwaitisation policy difficult to implement, because of unattractive offers
to Kuwaiti employees to work in the private sector.
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It is noticeable that Public Investment Companies in Kuwait pay the 
highest wages and salaries, followed by the oil sector. Civil service pay 
is regarded as attractive and similar to that of the banks^.
3.6 Labour force Participation
The labour force participation rate for the population as a whole, or 
for any group thereof, is defined as the ratio of the economically active 
population in a particular group to the total population of that group.
1. Participation rates by nationality and sex
Table (3.18) gives participation rates for Kuwaitis and non-Kuwaitis 
during the period 1975-88. The participation rate for the population as a
whole has increased from 55% in 1975 to almost 64%. However, the
participation rate of Kuwaitis actually fell in 1988 to 37.0%. The
participation rate for Kuwaiti females has tripled, but that of Kuwaiti 
males has actually fallen from 71.2% to 57.5%. Despite the improvement in 
female participation the rate remains very low in comparison with other 
Developing Countries (for instance, a rate of 80% is recorded in 
Tanzania) . The participation rate for non-Kuwaiti females has increased 
from 24.3% in 1975 to 48.1% in 1988.
From these figures, some important points emerge: Firstly, the
participation rate of Kuwaitis are much lower than the rates of non- 
Kuwaiti. This is because the majority of non-Kuwaitis, especially males, 
come to the country solely to work and must join the labour force. 
Secondly, the male Kuwaiti participation rate has been declining over time 
possible because more young people are now seeking higher education and 
thus delaying their entry into the labour force and it also appears that 
many more Kuwaitis are now taking early retirement.
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In 1985, the Kuwaiti population was distributed as follows:
Total 681288
15 years and above 350343
labour force 126410
Eonomically inactive 223933
Thus , almost two thirds (64%) of the population above 15 years of age are 
economically inactive. Table (3.19) classifies this group into students, 
who constitute 22.3% of this segment of the population, Housewives (31.4%), 
income recipients (9.5%), and the disables (0.7%). The number of 
economically inactive women is almost equal to the total labour force. 
Income recipients include pensioners and others who voluntarily withdraw 
from the labour force.
Obviously an important reason for work is the income thus generated. 
Kuwait has one of the largest per capita incomes in the world (about KD
3,450 in 1987). The oil boom of the 1970s enabled individuals and families 
to accumulate large amount of capital, directly affecting the attitudes of 
many Kuwaitis towards joining the labour force, as the potential income
from work has become insignificant. For women too there is little need to 
seek extra income, the Kuwaiti man (husband, father, brother) is 
financially capable of supporting the whole family. In addition to this 
economic factor, some aspects of the Kuwaiti welfare system appear to
encourage people to leave the labour force. The present legal retirement
age for men is 60 years, or 20 years of service with a minimum age of 45,
and 15 years service (regardless of age) for Kuwaiti women. With
attractive pension terms, this arrangement encourages many Kuwaitis to
leave employment at an early age, and will clearly hinder Kuwaitisation.
2. Participation rates by age
Table (3.20a) shows the labour force participation rates according to 
age group and the changes that took place from 1975 to 1985. For both
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Kuwaitis and non-Kuwaitis the lowest participation rates in the age group 
15-19 and these have been falling. Kuwaiti youths now prefer higher 
education to joining the labour force. This can have a positive, long term 
effect.
For non-Kuwaitis the emphasis put on experience by employers allows few 
younger expatriates to find jobs.
The scarcity of Kuwaiti females in this age group and their 
concentration in the age group (25-2 9) is a further indication of the 
apparent correlation between education and female employment. The activity 
pattern for Kuwaiti males is rather conventional, activity rates rising up 
to age 25, then remaining relatively constant before falling at the age of 
40 to 45. It is evident that the participation rates in the older age 
groups (40 and beyond) have slumped dramatically in recent years compared 
to 1975 among Kuwaitis, while among non-Kuwaitis the rates were stable. It 
seems likely that more Kuwaitis are taking advantages of the favourable 
retirement conditions, clear evidence of retirement provision harming 
Kuwaitisation process. Therefore, there appears to be a policy implication 
that the government must review this early retirement provision if it is 
really serious about Kuwaitisation. Available data show that pensioners 
increased from 4,537 in 1978 to 25,734 in 1988^1 and account for 13% of 
males over 15. Table 3.20b shows that if participation rates for males age 
over 40 had remained at 1975 level would have been an extra 8642 Kuwaiti 
males (8.5%) in the labour force in 1985. Given a male participation rate of 
64.6% rather than the observed 59.5%.
3. Educational attainment and labour force participation
It is evident from table (3.21) that the higher the educational 
attainment the higher the labour force participation rate. This is 
particularly true of Kuwaiti females, less than 1% of illiterate Kuwaiti 
women are in the labour force against 83.4% of university degree holders.
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For non-Kuwaitis, the situation is different, while university graduates 
among non-Kuwaiti women have a better chance of joining the labour force, 
the majority of non-Kuwaiti females in the labour force are illiterate or 
can merely read and write, reflecting the large numbers of domestic 
servants in the country.
3.7 Education and Training Systems
The importance of education for economic development has long been
emphasised in the literature. Curie, (1962) stated that:
"The underdeveloped countries are underdeveloped because most of 
their people are underdeveloped, having had no opportunity for 
expanding their potential capacities in the service of 
Society. . . . Underdeveloped Societies are underdeveloped because they 
are not geared to the types of activity which development entails and 
one of these is education in a general sense of the world."
Investment in human resources represents a major strategy for 
development. This is because human resources are the instrument and driving 
force in the process of development (Myrdal, 1968 and Harbison, 1973) . This 
section examines the development of the education system in Kuwait, its 
current structure and prospects.
1 .The development of education and training systems
In 1947/48 the first step was made towards the introduction of
Secondary schooling in Kuwait. This was followed by the opening of two
Secondary schools in 1953 and 1954. The Ministry of Education was
established in 1955. The formal objectives of the education system in
Kuwait are defined as follows;
"To provide individuals with opportunity for spiritual, intellectual, 
social and physical development, consistent with their abilities, 
Kuwaiti values and heritage.
Education is provided to all residents free of charge. The current 
system of education, from primary through to university level, consists of: 
primary stage (four years), intermediate (four years), secondary (four 
years), university or 'parallel' education (four years); a structure shared
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with many countries. In addition to general education (government and 
private) there are several modular systems; private education and adult 
literacy programmes; as well as the 'parallel' system which can be roughly 
characterised as technical and vocational education. Primary and 
intermediate education became compulsory in 1965.
Over the past decades the Government has allocated about 10% of its 
annual expenditure to education and, the amount rose from KD 104m in 
1975/76 to KD 428m in 1988/89. On a per capita basis Kuwait's expenditure 
on education is close to Switzerland and exceeds Japan, USA and UK.14
In terms of its performance there is clear evidence of basic 
achievements by the educational system. Illiteracy rates have been reduced 
sharply, (through extensive adult education programmes) and graduates from 
secondary schools and higher education increased. For the distribution of 
the labour force by educational attainment over time see table 3.13. 
Quantitatively education has made substantial advances as demonstrated in 
table (3.22).
Table (3.22) also provides more details about developments in the 
educational system over the past 13 years. The number of female students in 
all levels of schooling rose by almost 95% in comparison to 68% for boys. 
Female enrollment began from a lower base, but has accelerated to such a 
degree that the original disparity has almost disappeared. Table 3.22 
shows the importance of female teachers, because kindergarten and some 
primary schools are mainly taught by females. The number of Kuwaiti female 
teachers increased by 153.3% (from 2768 to 7011) in comparison to 53.1% 
(from 1975 to 3023) for males. The'female' role of teacher is accepted and 
encouraged by the prevailing value system of Kuwaiti society. However, 
despite the increase of Kuwaiti teachers by 11.6%, non-Kuwaiti teachers 
still exceeded Kuwaiti teachers in 1988/89 particularly in the secondary 
and intermediate levels, a clear evidence that Kuwait suffers from a 
shortage of skilled teachers, which directly affects the progress of
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Kuwaitisation, but may be the expanding output of educated females may be 
able to meet this need.
As a result of the rapid growth of immigrant population, which
constituted 61% of total population in 1988, there has been a pressing
demand for access to public education. This has led to an increase in non- 
Kuwaiti enrollment in public schools from 26.3% in 1967 to 45% of the total 
enrollment in 1988/8915. The government has now limited admission of non- 
Kuwaitis to public schools and maintains that there is not enough space to 
accommodate all new comers. Consequently, the demand for education for 
migrant children has led to the opening of many private schools. From 
(1966/67 to 1988/89) enrollment in private schools has risen from 9,856 to 
131,276^. The number of private schools during this period rose by 983%,
the number of teachers by 1,542%.
In 1988/89 , there are 191 schools for other Arab students (92,028 in 
1988) and 134 schools accommodating 39,249 non-Arab students. Kuwaiti 
students in private education amount to only 2.8% of total students. The 
Kuwaiti government supports the other Arab private schools to the extent of 
KD 4m per annum.
Available Statistics show there is a high drop-out rate among Kuwaiti 
students in general education. Between the 1980-81 and 1987-88 the drop-out 
rate increased from 3.1% to 4.8% at all levels of education (see table 
3.23). It increased from 0.5% to 0.7% at the primary level, from 3.1% to 
3.7% at the intermediate level, and 8.7% to 14.5% at the secondary level. 
The drop-out rate is higher among males at the secondary level (18.6%), 
which is not surprising because the number of males in secondary education 
has been growing rapidly (see table 3.23). The higher drop-out rate among 
male students could be related to the fact, that some male students join 
the labour force. Cross-national comparison shows that failure rates1  ̂ in 
Kuwait are high. For example, in Oman in 1982 the average failure rate was
72
8% and in the United Arab Emirates it was 2%, at secondary level in 1982 
compared with 21.7% in Kuwait in 1980/1981.
A1 Namar (1985) suggested that these high drop-out and failure rates 
might be the result of a number of factors: educationally poor family
backgrounds, poor teacher-student and school-family relationships, early 
marriage and a lack of ambition among some Kuwaitis from rich families.
The Ministry of Education forecast that by the year 2000 the number of 
Kuwaiti students will rise to 342,800, representing more than 28% of the 
projected Kuwaiti population for that year.
2. Higher Education
Higher education in Kuwait is provided by Kuwait university 
(established in 1966) and the Public Authority for Applied Education and 
Training (PAAET), established in 1982. The PAAET also provides tailored 
courses for specific purposes for government departments.
As shown in table (3.24) the number of students in Kuwait university 
increased from 5,832 in 1975/76 to 12,325 in 1988/89. Students in the 
Science majors rose from 1,771 to 4,778 (170%) and students in humanities
and social sciences from 4,061 to 7,537 (86%). Kuwaiti students increased
from 2,801 to 8,893 (217.5%). In science the increase was 417.3% and in 
humanities and Social sciences 165.4%, reflecting the establishment of two 
new colleges for medicine and allied health in 1976.
Non-Kuwaiti students represented 52% of total students in 1975/76 and 
declined to 28% in 1988/89 because of restrictions imposed on their 
admission in recent years. Only 10% of admissions are now allocated to non­
national students.
Between 1975/76 and 1988/89, the university graduated 22,298 students-1-® 
of whom 66.4% were Kuwaiti nationals (an average of 1140 new Kuwaitis 
graduates per year). The distribution of Kuwaiti graduates was 9.5% in 
sciences, 3.5% in engineering and petroleum (only 40 new graduate engineers
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per year), 3.1% in medicine and allied health, 7.1% in law and Sharia, 
26.2% in commerce, economics and political science, and 50.6% in art and 
education. A clear under-representation in the sciences, engineering and 
medicine (ie only 16% of total graduates). This a further indication that 
Kuwaitisation will be very difficult in these specialist fields.
In addition, the number of Kuwaiti students abroad reached 3,060 in 
1987/88^ of whom only 6.3% were females. This is due to social barriers 
whereby many conservative, traditional families refuse to allow their 
daughters to study abroad.
A recent study by Choucri and A1 Qudsi (1988) projected that by the 
year 2000 a further 9,720 Kuwaiti students will have graduated from the 
university assuming no change in the structure of the education system. The 
distribution of these graduates is projected to be 10.2% in science, 47.4% 
in arts and education 7.9% in law and sharia, 24.3% in commerce, economics 
and Political sciences, 6.5% in engineering and 3.7% medicine and allied 
health, less than 2000 graduates in science and engineering. This is 
unlikely to make much impact on the 82,963 professional and technical 
positions currently filled by non-Kuwaitis (see table 3.16b).
PAAET as a government body is responsible for technical and vocational 
education. It comprised 7 different colleges and training centres, covering 
teacher training (basic education), business studies, the applied 
technology college, which provides training for a broad range of skills, 
health studies, the Telecommunications and Civil Aviation training centre, 
Industrial training centre and the Water and Electricity training centre.
The government places great emphasis on the expansion and development 
of vocational education, encouraging Kuwaiti students to enrol at these 
colleges through financial incentives. Some colleges give monthly grants of 
KD 150 and free accommodation to Kuwaiti students.
Total enrollment in technical and vocational education in 1988/89 was 
8732 (excluding training centres), see table 3.25. This represented an
7^
increase of 125% from the 1980/81 figures. About 72% of the students are 
enrolled in Basic Education and Business Studies and only 20.5% in 
technical studies in (1988/89). Among Kuwaiti students more than 75% are in 
arts and social science, 19.4% in technical and 5.5% in health studies. 
This is due to numerous social and cultural factors resulting in technical 
and vocational education having a low status value compared to general 
education, especially university.
The number of students in 1988/89 in the training centres was 915, of 
whom 98% were Kuwaiti nationals (see table 3.26). These training centres 
are designed to provide technical skills training for leavers of the 
intermediate and secondary schools. They also provide special training 
according to the demand of government units. For example, the 
telecommunication and air navigation centre was set-up to meet the skill 
needs of the telecommunications industry in the country.
Between 1984/85 and 1987/88, 6,750 Kuwaiti students graduated from
PAAET^O. The distribution of these graduates by field of study was 42% in 
Teaching Studies, 28.8% in Business Studies, 8.8% in Applied Technology, 
3.2% in Health Studies, 10.7% in Telecommunications and Air Navigation, 
1.2% in Electricity and Water, and 5.3% in Industrial Training. These 
figures clearly indicate the preference of Kuwaitis for white collar jobs, 
a factor which threatens the future availability of technically qualified 
manpower.
Another major problem is the high drop-out rate among Kuwaiti students 
in PAAET, which increased from 14.5% in 1984/85 to 22.4% in 1987/88 (see 
table 3.27). The highest rates were found in training centres and among 
male students. The high drop-out rates reflect the fact that many 
registering students have failed in school and enrol on these programmes on 
a temporary basis for financial reasons. Secondly, many students prefer to 
continue their general education and will transfer if given the opportunity 
because they realise that they will achieve higher status and better pay,
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if they are graduates of a university. Under the current pay structure in
the civil service, university graduates enter the service at grade 4 while
graduates from PAAET are allocated to grade 5.
The above analysis of the education system in Kuwait does show that the 
system has still a long a way to go in terms of quality and content. Birks 
and Sinclair (1979) noted:
"The modern educational system adopted by Saudi Arabia and Gulf 
States, moreover, has not been the type of system most suited to the
needs of such rapidly developing economies, indeed, it has served to
accentuate further the disinclination of the population to undertake 
jobs other than administrative posts in government services. "
Although Kuwait's government has made great efforts to increase the
number of schools, similar efforts have not been concentrated on the
quality of education. Alessa (1981) pointed out that:
"improvement in education need not mean expanding schools and 
increasing enrollment, but rather changing the content of the 
education system."
Technical and vocational education are considered the lowest rung on 
the educational ladder. It has been indicated by the World Bank (1974) 
that:
"Most Kuwaiti students do not want to attend post secondary technical 
schools. Students seem to prefer university education. The 
governments policy of heavy emphasis on university education is 
largely responsible for the students attitudes."
Further, the technical schools are not designed to provide trained 
manpower, but were only created to absorb students who have failed 
academically.
Thus, as white collar employer of last resort, the governments', own 
policies contribute to some of the difficulties currently encountered by 
the country. These policies are some distance from what is needed to 




The trends at the national level demonstrate that the Kuwaitisation 
policy faces considerable difficulties, not least from conflicting trends.
First, while the government is understandably keen to diversify from 
reliance on the richly endowed capital intensive oil sector, the growth of 
the non-oil sectors particularly those run the private sector, has absorbed 
non-Kuwaitis into the labour force at a much faster rate than the growth of 
non-oil GDP. This observed declining in GDP per worker, perhaps by 
substituting low cost Asian worker for higher cost other Arabs, has 
worsened the situation and reduced the percentage of Kuwaitis in the labour 
force from 30.2% in 1975 to 18.9% in 1985. There must be scope for a 
considerable increase in labour productivity by cutting back on foreign 
workers. Priority in this area should yield a considerable increase in the 
importance of Kuwaitis in the total labour force.
Second, while the age structure of this very young population promises 
that many more Kuwaitis of working age will be available in the future, the 
very generous retirement provision have led to a slump in the participation 
rates of those over 40.
Third, while a wealthy government is anxious to provide guaranteed, 
comfortable and well paid work for its own nationals, it has, by so doing, 
severely eroded the incentives to work in the private sector. The result 
is that the number of working Kuwaitis employed in the private sector has 
been falling and now represents only 3.3% of those so employed.
Fourth, one encouraging feature has been the substantial increase in 
participation rates among better educated younger women. However, while 
demographic factors will steadily increase the number of such women they 
still appear to be bound to work mainly in traditional 'women's' roles 
especially teaching. Another, discouraging factor in respect of the role of 
women is how a growing number of Kuwaiti women, both working and those
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staying at home, have abandoned housework to paid non-Kuwaitis who have 
been drawn, mainly from Asia into Kuwait for this purpose.
Fifth, while the education system has been generously financed and 
expanding, reducing illiteracy and encouraging female participation, the 
general emphasis on non-technical education and the importance of a 
university qualification (reinforced by civil service recruitment and 
grading procedures) has further undermined the willingness of Kuwaitis to 
undertake manual work, even of a skilled nature. The output of graduates is 
mismatched with the skill shortages in professional and engineering 
disciplines and inadequate to provide replacement of non-Kuwaitis at 
anything other than a very slow pace.
These are some of the facts indentified from the analysis at the macro 
level. The implications for the Kuwaitisation policy will be discussed in 
chapter 5.
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Table 3.1 Gross Domestic Product (GDP) by type of economic activity at 
constant (1984) prices (KD Billion)
Economic Activity 1975 1980 1985 19871
Volume X Vol X Vol X Vol X
A. Oil Sector 6141 77.5 4861 63.8 3100 52.3 2750 50.8
Mining 1 Quarying
(Crude petroleum & 
natural gas)
B. Non-Oil Sector 1783 22.5 2759 36.2 2824 47.7 2661 49.2
.... -- -- -- --- -- --- ---
1. Agriculture 12 0.2 13 0.2 40.5 0.7 62 1.1
2. Manufacturing 267 3.3 290 3.8 312 5.3 270 5.0
3. Electricity, gas, (58) (0.7) (117) (1.5) (196.4) (3.3) (215) (4.0)
& mater.
4. Construction 125 1.6 341 4.5 255.6 4.3 167 3.1
5. Trades 369 4.7 714 9.3 476.4 8.0 386 7.2
6. Transportation 97 1.2 225 3.0 265.8 4.5 258 4.8
7. Finance 312 3.9 469 6.1 596.1 10.1 420 7.8
8. Community, Social & 659 8.3 824 10.8 1074.0 18.1 1310 24.2
personnal services
Total 6DP 7924 100.0 7620 100.0 5924 100.0 5411 100.0
Source: Annual statistical Abstract, Ministry of Planning Kuwait 1986 table 
224 p258 and 1988 table 249 p281.
* Data collected by the researcher fro* the economics department 
Ministry of Planning 1989 unpublished data.
Table (3.2) Government Revenue and Expenditures at constant 
(1984) prices (KDm)


























Source: Annual Statistical Abstract, 1978, Table 206 p.225
Central Bank of Kuwait, Quarterly statistical Bulletin 
April-June 1987 Vol, 14 p.22-23 
♦  Data collected by the researcher from the Ministry 
of Finance.
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4136 3841 1404 1541 1887 1448 1574 1230
Source: Central Bank of Kuwait, Quarterly statistical Bulletin April-June 
1987 table 42 pp50-51, annual statistical abstract 1988, Table 257 
p. 288 and economic report of Central Bank of Kuwait, 1987 table 9 
p.74
Table (3.4) 60P estimated in the five year Development plan at 
constant (1984) price (KDm)
Economic Activity Base year projected Avg growth
1984/85 X 1989/90 X rate
Agriculture 38 47 4.3
Minning & Quarrying 3383 4058 3.7
Manufacturing 261 346 5.8
Electricity,6as I Mater 45 59 5.6
Construction 325 377 3.0
Trades 711 846 3.5
Transportation 217 278 5.1
Finance 712 919 5.2
Community, Social 1011 1178 3.1
& personal services
Total 6703 8108 3.9
Oil Sector 3383 50.5 4058 3.7
Non-Oil Sector 3320 49.5 4050 4.1
Total 6703 100.0 8108 3.9
Source: Ministry of Planning, Five year Development plan
(1985/86 - 1989/90) March 1985, Part 1 Table (3-1) p.94
8 0
Table (3.5) Kuwait's Population Growth (Kuwaiti and non-Kuwaiti) for 
selected years 1957 - 1988
Year Kuwaiti Non-Kuwaiti Total
Nuiber $ AGR nuiber $ AGR
ruyuiai
nuiber AGR
1957 113622 55.0 - 92851 45.0 - 206473 -
1961 161909 50.3 9.3 159712 49.7 14.5 321621 11.1
1965 220059 47.1 8.1 247280 52.9 11.8 467339 10.0
1970 347396 47.1 9.6 391266 52.9 9.6 738662 9.6
1975 472088 47.5 6.3 522749 52.5 6.0 994837 6.1
1980 565613 41.7 3.7 792339 58.3 8.7 1357952 6.4
1985 681288 40.1 3.8 1016013 59.9 5.1 1697301 4.6
*Dec, 1988 750125 39.2 3.3 1165301 60.8 4.7 1915426 4.1
AGR - Annual Growth Rate 
Source: Annual Statistical Abstract, 1988 Table 11 p.27 
* Data collected by the researcher fro* the Public Authority of Civil 
Inforiation (PACI) in 1989.
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Total 472088 100.0 750125 100.0 522749 100.0 1165301 100.0
Sources: Annual Statistical Abstract 1988 table 20 p36 and for 1988 data 
collected by the researcher froi Public Authority of Civil 
Inforiation (PACI) in 1989.
Kuwaiti 1. 48.41 are lale (82,250 out of 169909)
2. 48.2$ are Rale (49,459 out of 102195)
Non-Kuwaiti 1. 60.1$ are sale (239,000 out of 397320)
2. 71.3$ are lale (243,099 out of 340774)
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Table (3.7) Kuwaiti and non-Kuwaiti Population by education attainment and sex 1975 and 1986 (10 years and above)
Kuwaiti Non-Kuwaiti
1975 1988 X chan 
1975- 
88
1975 1988 t changes 
-1975-88—
Hale feeale X Hale feeale X Hale feeale X Hale feeale X
Illiterate 44880 88734 44.6 26507 71026 19.8 -27.0 61889 42971 28.9 88970 45327 14.1 28.1
Read I Write 31287 12653 14.7 28516 26326 11.2 24.8 55786 22089 21.5 112602 49443 17.0 108.1
Prieary 39989 26199 22.1 66119 53627 24.4 80.9 39067 29405 18.9 108374 69961 18.7 160.4
Intereediate 20919 14496 11.8 74418 55968 26.5 268.2 26036 18815 12.4 129452 86513 22.6 382.0
Secondary and 9806 6797 5.5 33372 30644 13.0 285.6 25311 17984 11.9 103662 73162 18.5 308.4
below university
University t 2755 1224 1.3 14080 11017 5.1 531.0 17314 5953 6.4 57889 28670 9.1 272.0
post graduate
Not stated 18 17 0.0 64 65 0.0 - 2 0.4 1 7 0.0
Total 149654 150120 100.0 243076 248673 100.0 252403 137219 100.0 600950 353083 100.0
Sources: Annual Statistical Abstract 1978 table 36 p39 i (PACI) 1989.
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Table (3.8) Kuwaiti and non-Kuwaiti population projection
for 1989/90 and 1999/2000
Age group 0-14 years










Hale 172400 203224 17.9 300821 48.0
Feeale 167920 197931 17.9 292986 48.0
Total 340320 401155 17.9 593807 48.0
Non-Kuwaiti
Hale 159310 174985 9.8 209160 19.5
Feeale 152900 167819 9.8 200594 19.5
Total 312210 342804 9.8 409754 19.5










15-64 336575 406296 20.7 601417 48.0
Total 692055 825860 19.3 1221733 47.9
Non-Kuwai ti
15-64 596405 669431 12.2 800173 19.5
Total 913900 1018362 11.4 1217251 19.5
Source: HP five Year Developeent Plan Docuaent, Part 1, 
Table 5-7, 5-8, 5-9 pp 110-112.
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Table (3.9) Kuwaits labour force by nationalities 1975, 1985 h 1988 (15 years & above)
Kuwaitis Other Arabs Asians Others Total
6R/ GR / GR/ GR/ GR/ X
Ho annum No annum No annum No annum No annum Kuwaiti
1975 91844 7.0 148012 4.1 62586 4.2 2140 -15.9 304582 4.7 30.2
1985 126410 3.2 252888 5.5 282843 16.3 8244 14.4 670385 8.2 18.9
1988 144841 4.6 n.a n.a n.a 798249 6.0 18.1
Source: Annual Statistical Abstract 1988, Table 118 pl28 & PACI 1989
1. for the period 1970-75
* Uneiployient is included in the labour force. GR - Growth Rate
Table (3.10) Unemployment by nationality 1975 and 1985
Kuwaiti Non-Kuwaiti Total
Number X number X number X
1975
Employed 85596 28.9 210999 71.1 296595 100.0
Unemployed 6248 78.2 1739 21.8 7987 100.0
1985
Employed 123016 18.6 537479 81.4 660495 100.0
Unemployed 3394 34.3 6496 65.7 9890 100.0
Source: ASA 1988 table 116 p.127
Table (3.11) Kuwaits labour force by sex in 1988 (15 years t above)











Total 616015 182234 798249 22.8
X Kuwaiti 18.0 18.6 18.1
Source: PACI, 1989
Table (3.12) Labour force in Kuwait by age group & nationality, April, 1985.
Age Group Kuwaiti Non-Kuwaiti Total X of total X Kuwaiti
15-19 5683 9193 14876 2.2 38.2
20-24 25449 62317 87766 13.1 29.0
25-29 30503 116114 146617 21.9 20.8
30-34 23384 115006 138390 20.6 16.9
35-39 15496 90502 105998 15.8 14.6
40-44 10332 61932 72264 10.8 14.3
45-49 7063 43283 50346 7.5 14.0
50-54 3995 25875 29870 4.5 13.4
55-59 2442 13241 15683 2.3 15.6
60+ 2063 6512 8575 1.3 24.1
Total 126410 543975 670385 100.0 18.9
S o u r c e : f t S A , 1988 Table 125 pl34
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Table (3.13) Labour force by educational attainient, sex i nationality, April 1975 and 1988 (15 years I above)
1975 * 1988
Education Status Kuwaiti Non-Kuwaiti Kuwaiti Non-Kuwai ti
Hale Feeale Hale Feeale Total Hale Feeale Hale Feeale Total
No X No X No X NO X No X No X No X No X No X No X
Illiterate 30444 38.2 737 10.1 59389 32.3 10251 37.2 100821 33.8 14523 13.1 785 2.3 88019 17.4 19553 13.2 122880 15.4
Read I Write 20161 25.3 237 3.2 49900 27.1 3805 13.8 74103 24.8 11014 9.9 488 1.4 106228 21.0 29379 19.8 147109 18.4
Priiary 11794 14.8 568 7.8 19519 10.6 690 2.5 32571 10.9 14915 13.4 1383 4.1 65017 12.9 16922 11.4 98237 12.3
Intereediate 8867 11.1 1473 20.2 16036 8.7 1031 3.8 27407 9.2 32551 29.3 7180 21.2 87662 17.4 24655 16.6 152048 19.1
Secondary School 5924 7.4 3275 44.8 22553 12.3 7308 26.6 39060 13.1 24956 22.5 15008 44.4 100528 19.9 39462 26.6 179954 22.5
t below University
University t post 2473 3.1 1015 13.9 16522 9.0 4440 16.1 24450 8.2 13037 11.8 9001 26.6 57565 11.4 18418 12.4 98021 12.3
graduate
Not stated 3 0.1 - - - - - * 3
Total 79666 100. 7305 100. 183919 100. 27525 100. 298415 100. 110996 100. 33845 100. 505019 100. 148389 100. 798249 100.
Source: Annual Statistical Abstract 1988 Table 126,127 p.135 (constructed)
I PACI 1989.
* Figures (1975) are excluding the unemployed mho mere seeking work for the 
first tiee
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Table (3.14) Educated Kuwai ti *s Participation in the labour force 1975 & 1988
1975 1988






















Secondary & below 
university
9806 5924 60.4 6797 3275 48.2 33372 24956 74.8 30644 15008 49.0
University & post 
graduate
2755 2473 89.8 1224 1015 82.9 14080 13037 92.6 11017 9001 81.7
Total of these 
groups
12561 8397 66.8 8021 4290 53.5 47452 37993 80.1 41661 24009 57.6
Source: ASA 1988, table 126,127 pl35 & PACI 1989 
No.: nuiber in labour force.
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Total Change in 
GDP X
Agriculture & fishing 3983 3531 7514 2781 9851 12632 -30.2 179.0 68.1 +238
Hinning & Quarrying 1779 3080 4859 2511 4522 7033 41.1 46.8 44.7 -49
Nanufacturing 2258 22209 24467 4692 46397 51089 107.8 108.9 108.8 +17
Construction 1756 30500 32256 1462 122694 124156 -16.7 302.3 284.9 +104
Elect. Gas & Water 2034 5237 7271 1564 5902 7466 -23.1 12.7 2.7 n.a
Trade 6327 33232 39559 6076 69855 75931 -4.0 110.2 91.9 +29
Transportation 4567 11118 15685 7661 29544 37205 67.7 165.7 137.2 +174
Finance & Insurance 1377 5146 6523 3868 16479 20347 180.9 220.2 211.9 +91
Social Services 62890 97391 160279 92945 233784 326729 47.8 140.0 103.8 63
* Unemployed 4873 1294 6169 2850 4947 7797 -41.5 282.3 26.4 n.a
Total 91844 212738 304582 126140 543975 670385 37.6 155.7 120.1 •25 X
* Those who seeking work for the first tiie.
Source: ASA 1988 Table 129-130 ppl37-138 (constructed)




1975 1985 X growth 1975 1985 X growth
Professional 
6 Technical
5677 13213 132.7 4062 12750 213.9
Administrative 1024 3788 270.0 21 223 961.9
Clerical 15806 24564 55.4 2049 9497 363.5
Sales 6162 5817 -5.6 23 93 304.3
Service 31798 38885 22.3 1104 1730 56.7
Agriculture 3884 2611 -32.8 13 46 253.8
Production & labourer 15315 10225 -33.2 33 118 257.6
Unemployed 4701 2504 -46.7 172 346 101.2




1975 1985 X growth 1975 1985 X growth
Professional 
& Technical
22002 59409 170.0 10095 23554 133.3
Administrative 1787 6455 261.2 22 169 668.2
Clerical 17960 38522 114.5 2205 10154 360.5
Sales 17618 30760 74.6 290 919 216.9
Service 30719 78297 154.9 14681 70149 377.8
Agriculture 3805 10375 172.7 - 8
Production & labourer 90028 209884 133.1 232 373 60.8
Unemployed 1090 2948 170.5 204 1999 879.9
Total 185009 436650 136.0 27729 107325 287.1
Source: ASA, 1988 Table 128,130 p!36 and 138
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Table (3.17) Eiployient in the Civil Service and Private Sector by Nationality 
Sector by Nationality.
a) Eiployient in the Civil Service by nationality 1975 
and 1988.
Kuwaiti Non-Kuwaiti Total

















37443 80.1 41043 58.9 78486 67.4
b) Eiployient in the private sector by nationality 1975 
and 1988
Kuwaiti Non-Kuwaiti Total

















(4236) (20.4) 330868 222.6 326632 192.8
Source: Annual Statistical Abstract, 1988 Table 166 p.16 6
and annual follow up Developient plan report 1988 p.30
Table (3.18) Kuwait’s labour force & participation rates by nationality for 1975, 
1985 and 1988.
Kuwaiti Non-Kuwaiti Total






























































































Source: Annual Statistical Abstract, 1988 Table 119-120 ppl20-130 6 PACI 
1989.
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Table (3.19) Percentage distribution of the working 
population of Kuwaiti’s (15 year & above) by lajor 
activity for 1975 t 1985.
Hale Feiale Total
1975 1985 1975 1985 1975 1985
Labour Force 71.2 59.5 6.2 13.8 38.5 36.1
Students 19.8 25.3 13.6 19.5 16.6 22.3
Housewives - - 74.0 61.4 37.2 31.4
Incoie recipient 5.1 - 4.3 - 3.5 -
Pensioners - 12.0 - 0.9 - 6.3
Others - 2.1 - 3.4 - 3.2
Disabled 3.9 1.1 4.4 1.0 4.2 0.7
Total 100.0 100.0 100.0 100.0 100.0 100.0
Source: Annual Statistical Abstract 1985 Table 104 pi13 & 
1988 Table 122 p.131
Table (3.20a) Kuwait’s Labour force participation by 




Hale Feaale Hale Feiale
1975 1985 1975 1985 1975 1985 1975 1985
15-19 24.2 14.1 1.6 0.9 51.7 14.3 9.3 12.1
20-24 73.7 67.1 13.1 17.8 90.9 87.5 17.8 52.6
25-29 92.7 92.1 13.7 32.7 97.9 99.2 24.7 55.9
30-34 96.2 96.4 6.4 27.5 98.9 99.7 27.8 53.9
35-39 96.5 95.0 3.3 17.5 99.0 99.7 31.5 47.7
40-44 94.0 81.8 2.6 6.9 98.8 99.5 37.7 43.2
45-49 88.4 61.9 2.3 4.0 98.7 99.5 38.0 38.9
50-54 80.2 48.8 1.8 2.3 97.8 99.2 36.9 34.1
55-59 72.3 40.0 1.6 1.5 95.5 98.4 27.1 27.7
60+ 40.4 16.8 0.9 0.3 75.4 78.0 10.9 11.1
Total 71.2 59.5 6.2 13.8 92.0 91.7 24.3 43.7
Source: Annual Statistical Abstract, 1988 Table 20 p36 
and Table 123 pl32 and Table 125 p!34.
Table (3.20b) Extra Hale Kuwaitis in the labour force in 1985 
in age group 40-59.
Age
group
change in participate 
rate 1975-85
Nuiber of aales 
in age band 1985
labour force 
loss
40-44 -12.2 11,577 1412
45-49 -26.5 10,785 2858
50-54 -31.4 7,841 2462
55-59 -32.3 5,915 1910
Total -24.2 8642
Source: ASA 1988 Table 20,123,125 p36,132, and 134 (constructed)
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Table (3.21) Labour force participation rate by education status, nationality 




Population Labour force Participation Population Labour force Paritcipation
rate
H F T H F T H F T H F T H F T H F T
Illiterate 31764 78505 110269 17297 604 17901 54.5 0.8 16.2 109318 53926 163244 108150 26221 134371 98.9 48.6 82.3
Read I Write 19564 14053 33617 12775 477 13252 65.3 3.4 39.4 116066 52147 168213 115167 35568 150735 99.2 68.2 89.6
Priaary 26135 17633 43768 15571 1097 116668 59.6 6.2 38.1 37212 17359 54571 33604 2764 36368 90.3 15.9 66.6
Interaediate 52374 36794 89168 26217 5241 31458 50.1 14.2 35.3 74517 46669 121186 48852 4612 53464 65.6 9.9 44.1
SecondarytbeloN
university
30299 25065 55364 19782 11106 30888 65.3 44.3 55.8 86285 53298 139583 78963 23264 102227 91.5 43.6 73.2
University 6 
post graduate
10625 7532 18157 9965 6278 16243 93.8 83.4 89.5 52926 22150 75076 51914 14896 66810 98.1 67.2 89.0
Total 170761 179582 350343 101607 24803 126410 59.5 13.8 36.1 476324 245549 721873 436650 107325 543975 91.7 43.7 75.4
Source: Annual Statistical abstract 1988, Table 33,36 p.49,52
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Table (3.22) Nuibers of students, teachers and schools by level of education




1975/76 1988/89 \ change 1975/76 - 1988/89
Students Teachers schools Students Teachers schools Students Teachers schools












































































































Grand Total 103403 84821 9673 8904 326 173700 165219 12304 13811 646 68.0 94.8 27.2 55.1 98.2
Source:ASA, 1978 Table 289-292 pp329-331 and data obtained by the Ministry of 
education 1989.
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Table (3.23) Pass, Failure and drop-out rates for Kuwaiti students in
Government schools for the periods 1980/81 and 1987/88.
Educational Level 1980/81 1987/88
passing failing drop-out passing failing drop-out
Primary level 91.0 8.5 0.5 91.7 7.6 0.7
Males 91.2 8.3 0.5 91.7 7.7 0.6
Females 90.8 8.7 0.5 91.8 7.4 0.8
Intermediate Level 79.3 17.6 3.1 86.9 9.4 3.7
Males 75.6 21.0 3.4 84.8 12.1 3.1
Females 83.8 13.4 2.8 89.1 6.6 4.3
Secondary Level 69.6 21.7 8.7 60.8 24.8 14.5
Males 66.8 24.0 9.2 51.9 29.5 18.6
Females 72.8 19.0 8.2 70.0 19.9 10.1
Total 82.4 14.5 3.1 83.2 12.0 4.8
Source: Ministry of Education, Planning department, Statistical Office 1989 
& drop-out and failing in general education in Kuwait by Naiar F.N. 1985, 
Ministry of Education research dept 1985.
92
Table (3.24) Nueber of Kuwait Universtiy Students by field of Study, sex






M F T X M F T X M F T X H F T X
A. Sciences 246 333 579 20.7 707 485 1192 39.3 1771 30.4 1133 1862 2995 33.7 974 819 1793 52.2 4788 38.9
1. Sciences 184 327 511 18.2 661 472 1133 1644 28.2 396 1022 1418 15.9 443 464 907 2325 18.9
2. Engineering 62 6 68 2.5 46 13 59 127 2.2 507 395 902 10.1 403 149 552 1454 11.8
i Petroleue
3. Medicine - 201 210 411 4.6 59 63 122 533 4.3
4. Allied Health 29 235 264 3.1 69 143 212 476 3.9
8. Hueanities & 765 1457 2222 79.3 764 1075 1839 60.7 4061 69.6 1738 4160 5898 66.3 665 974 1639 47.8 7537 61.1
Social Sciences
1. Art ft Edcuation 259 986 1245 44.4 366 772 1138 2383 40.9 708 2797 3505 39.4 259 629 888 4393 35.6




Science 389 394 783 28.0 310 245 555 1338 22.9 524 841 1365 15.3 242 201 443 1808 14.7
Grand Total 1011 1790 2801 100.0 1471 1560 3031 100.0 5832 100.0 2871 6022 8893 100.0 1639 1793 3432 100.0 12325 100.0
Source: Annual Statistical Abstract, 1978 Table 316 p 357 t Kuwait University; 
Registration Departeent, March 1989, Table 2-1 p9.
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Table (3.25) Students at Applied Educational Institutes by Sex and Nationality 
for 1980/81 and 1988/89
1980/81 2nd Seeester 1988/85i 2nd Seeester
Kuwaitis Non-Kuwai tis Total Kuwaitis Non-Kuwaitis Total
h F T X H F T X H F T X H F T X N F T X H F T X
Basic-
Education
361 965 1326 39.6 33 3 36 6.7 394 968 1362 35.0 759 2661 3420 46.5 88 59 147 10.6 847 2720 3567 40.8
Business-
Studies
411 1008 1419 42.3 70 161 231 43.3 481 1169 1650 42.5 841 1261 2102 28.6 261 332 593 42.8 1102 1593 2695 30.9
Technological-
Studies
568 - 568 16.9 174 * 174 32.6 742 * 742 19.1 1137 289 1426 19.4 300 66 366 26.4 1437 355 1792 20.5
Health Studies • 39 39 1.2 * 93 93 17.4 * 132 132 3.4 69 331 400 5.5 55 223 278 20.2 124 554 678 7.8
Total 1340 2012 3352 100. 277 257 534 - 1617 2269 3886 100. 2806 4542 7348 100. 704 680 1385 100. 3510 5222 8732 100.0
Source: PAAET, Registration Departeent, 1989.
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Table (3.26) Nuibers of Kuwaitis Students registered at Training Centres 
and Tailored course in 1988/89
Training Centres
Kuwaitis Non-Kuwaiti Total
M F T h F T N F T
Telecoeaunication I 
Air Navigation
327 175 502 2 15 17 329 190 519
Electricity & Water 162 - 162 1 - 1 163 - 163
Industrial Training 230 - 230 3 - 3 233 - 233
Total 719 175 894 6 15 21 725 190 915
Source: PAAET, registration department, 1989
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Table (3.27) Kuwaitis drop-out rates froi PAAET by sex and level of education
for 1984/85 and 1987/88
1984/85 1987/88
Regtd. Studendts X drop-out Regtd. Students X drop out
Basic Education 1713 10.2 2865 11.0
Hales 556 15.3 753 20.4
Feiales 1157 7.7 2112 7.6
Business Studies 1849 13.6 2668 28.0
Hales 675 12.6 1048 37.5
Feiales 1174 14.1 1620 21.9
Tech. Studies 680 17.8 1475 15.3
Hales 680 17.8 1252 15.1
Feiales - - 223 15.9
Health Studies 156 29.5 355 35.4
Hales 95 23.2 168 24.7
Feiales 61 39.3 187 14.8
Total Colleges 4398 13.5 7365 19.2
Tel. & Air Navig. 321 29.9 689 49.1
Hales 210 35.2 430 63.2
Feiales 111 19.8 259 25.5
Electricity & Hater 20 20.0 88 50.0
Industrial Training 95 10.5 142 42.2
Total Training Centre 436 25.2 919 48.1
Total PAAET 4834 14.5 8284 22.4
Source: PAAET, Statistical Departient in 1989 and Annual Statistical Abstract 
1986, Table 291 p342
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The uniqueness of the ” Kuwaitisation", problem which stems basically 
from the unique characteristics of the Kuwaiti economy meant that an all- 
embracing research strategy has to be adopted. Such strategy involves the 
combination of a number of research methods, different levels of analysis 
and the use of several approaches to data collection and interpretation. In 
addition to the statistical examination of macro-economic indicators, a 
number of case studies have been conducted and opinion surveys have been 
carried out. It was hoped that such a strategy would enable the researcher 
to form a comprehensive view of a economically, socially and politically 
important, yet under-research, topic.
4.2 The Case Study Approach
The choice of the case study approach in this work has practical and 
theoretical justifications. It has already been mentioned (see chapter,1 ) 
that Kuwaitisation needs to be studied at different levels and from 
different angles and that the conduct of individual organisations determine 
the ultimate success of the policy. It is only by putting some of these 
organisations under scrutiny that it would be possible to explore the 
chances of success and to determine the magnitude of any obstacles.
From a theoretical perspective, the significance of the case study as
research method is now well recognised and its advantages have been well
documented. McClintock et al (1979) have identified the following as goals
of the case study.
” (1) to capture the frame of reference and definition of the
situation of a given informant or participant and thus to avoid 
instrumentation artifacts of standardized measurement procedures. 
(2) to permit detailed examination of organisational process, (3) and
to elucidate those factors peculiar to the case that may allow 
greater understanding of causality. "
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Specifically referring to the advantages of Case studies Moore (1987) 
states that:
"the resources available for research are always scarce and case 
studies provide a means of covering a large amount of ground for an 
acceptable cost. More particularly, they provide a means of looking 
in some depth at conplex problems. By using case studies it is 
possible to compare a number of different approaches to a problem in 
sufficient detail to draw out lessons which have general 
applicability."
Ray (1977) also argues that:
" the research case, properly conceived and used, can Joe an 
effective means of;
- accurately observing things and events
- providing intimate and habitual familiarity with things
- providing diagnoses of situations which lead to concept 
and generalisation.”
The above statements help justify the use of case studies, however the
question which follows is when to use case studies? Yin (1984) argues that,
although various research strategies are not mutually exclusive, some
situations can be identified in which a specific strategy has a distinct
advantage. For the case study this is when a 'how' or 'why' question is
being asked about contemporary events, over which the investigator has
little or no control. The case study has been criticised as lacking any
basis for generalisation, because it lacks the statistical validity of
samples. Hagg and Hedlund (1979) challenged this line of argument,
countering that:
" Possibly the easiest response to this criticism is to claim that 
some cases, and the Jcnowledge obtained from them, are interesting in 
their own right."
They also added:
" the popularity of the notion of statistical inference is probably a 
reflection of the lack of theory in the social sciences and the 
prevalence of the empiricist, or in a more refined form, the logical 
positivist notion that there are "observable thing-predicatesn out 
there that talk directly to you, as it were. A further reason is 
probably the difficulty of conducting experiments in the social
science.......  The survey method consequently has been used as the
substitute for the experiment and, as a consequence, the 
possibilities for generating theory from analyses of survey data have 
been, in our view, grossly exaggerated. ”
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Thus, Hagg and Hedlund came to the conclusion that:
"... even if there is a theory which you are to submit to some kind 
of test, often the best way of doing this is not through a 
statistically representative sample of the phenomenon of concern. 
Usually the most economic research design is to select for intensive 
study some "cases", the elucidation of which will provide maximum 
information for a given amount of scientific resources. Therefore a 
typical cases (observations) may be more valuable than typical, 
representative ones."
This view has been supported by Pondy and Oslon (1977) and by McClintock et
al (1979) who argue that:
” advocates of qualitative research willingly sacrifice 
breath for depth."
There is little doubt that observation, in-depth interviewing 
examination of documents and sustained contact with informants give 
researchers intimate knowledge of the underlying forces they are studying.
1. The Pilot Case Studies
As part of this research's strategy, pilot case studies in two 
organisations have been conducted (see chapter 6). Pilot case studies help 
investigators to refine their plans with respect to both the content of any 
data collection and the procedures to be followed. They also assist the 
researcher in developing relevant lines of questioning-possibly even 
providing some conceptual clarification, (Yin, 1984). With this in mind, an 
initial case study investigation has been carried out in KNPC and CBK 
between January 1988 and April 1988 with the objectives of exploring the
feasibility of the research problem, developing hypotheses, and examining
the testability of these hypotheses. The pilot studies helped the 
researcher in clarifying the problem, determining the relevance of 
hypotheses and the size and scope of the main field of work.
2. The Main Case Studies:
Organisations selected for these case studies have been chosen from 
both the public (4 cases) and private sectors (3 cases) . One case was a
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civil service department and three were public enterprises. A vital 
question in this context is; whether the debate over public and private 
enterprises is a useful unit of observation in this research. The adoption 
of the comparative analysis approach as a research setting for this micro 
investigation can be justified on the following grounds
- Public enterprises differ from traditional government bodies (MPH vs KOC) 
in being subject to the pressure of the markets in which they buy and sell.
Public organisations (production and service) differ from private 
organisations in being subject to direct government control. Government 
can influence private sector firms by passing laws, imposing taxes, and 
urging broad courses of action. But this is different from public 
organisations where the Government has direct and internal power to hire, 
fire and direct the manager.
- The conflict between public and private goals and procedures is central 
in a public enterprise but peripheral in private enterprises, Jaggi (1970) .
The difference between the public service, public enterprises and
private enterprises is judged to be a sufficient justification for the 
scope and distinct features of this research setting. A basis of selection 
was necessary to decide which organisations would be covered by the case 
studies.
First, the time constraint influenced the restriction of cases to 
seven, Second; to choose both public and private sectors enabled the
researcher to compare the policy of Kuwaitisation in both sectors and to 
see how sector affiliation affects its implementation. Third; to cover 
different economic activities, cases have been selected from the oil,
finance, manufacturing, commerce, services, and transport sectors. The 
collective contribution of these sectors to Kuwait's GDP is around 96% . 
Two sectors have been deliberately excluded from these cases. the
agricultural and the construction sectors. The former is very small and has 
insignificant role in the national economy while the latter is based on
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individual projects by national and foreign companies relying heavily on 
temporary labour for their execution. Fourth; the size of employment in a 
country where the majority of establishments have a relatively small 
workforce and as the quantitative dimension in Kuwaitisation is a crucial 
factor it was decided on the basis of a preliminary survey, that 
organisations in this study should have at least 1500 employees. Fifth; 
organisations were chosen with a wide range of occupations, so as to 
determine which occupations are preferred by Kuwaitis and which ones are 
rejected. Sixth; organisations were chosen which could be expected to 
maintain systematic records, allow access to necessary data, and to
appreciate that the study objectives could not be attained without their 
co-operation.
Accordingly, the following organisations were selected for the case 
studies ( table 4.1 ). The cases have been conducted with following
specific purposes in mind:
i) to examine the structure of the workforce in the organisations on the 
basis of nationality, sex, occupation, age, and length, of service,
ii) to see which employment policies and practices tend to affect the
structure of the workforce (particularly in relation to nationality),
iii) to identify specific measures, if any, taken to increase the
proportion of Kuwaitis;
iv) to see how the personnel functions are currently conducted and how 
effective they are in the advancement of Kuwaitisation policy,
v) to discover the underlying factors favouring and opposing the
replacement issue, and
vi) to determine the prevalence of effective manpower planning as a means 
of promoting Kuwaitisation.
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4.3 The Role of Manpower Planning:
This section assesses the potential role of manpower planning in 
assisting organisations to -achieve Kuwaitisation. This issue has been 
identified as part of the methodology because designing company policies 
and employment practices to bring about changes in the structure of the 
workforce, is more likely to be successful in the context of proper
manpower planning. Manpower planning is the potential vehicle by which 
replacement can be facilitated and, thus, the measurement of some variables 
such as management commitment, the relevance of policies and practices
would be difficult without considering what is involved in manpower 
planning.
The term has been the subject of wide debate primarily due to the lack 
of agreement on one all-embarcing definition. Wikstrom (1971) for example, 
noted that:
" Manpower planning means whatever the executive in charge thinks it 
means. "
The same view was expressed ten years later by Richter (1981) who
asserted:
" there are almost as many definitions of the term as there are
authorities or publications on the subject. "
Within the general theme of setting out and realising objectives in the
form of matching the supply and demand of labour, a number of definitions
have been provided in the literature. Code Of Industrial Relations Practice
(1972) defined manpower planning as:
” the undertaking consists of taking stock of existing manpower 
resources, working out future manpower needs, identifying what should 
be done to ensure that future manpower resources match those needs. "
Another definition was provided by the Department of Employment and
Productivity (1974) :
”J£ is a strategy for the acquisition, utilization, ixnprovement and 
preservation of an enterprise's human resources."
It can be argued that these two definitions, a part from being at a 
level of generality which make them of limited value, are too self­
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contained. The purpose of manpower planning cannot be divorced either in
theory or in practice from the firm's corporate objectives. A definition
proposed by Stainer (1971) seems to overcome this particular shortcoming as
it emphasise the need to integrate manpower planning and corporate
planning. He argues that: *
" Manpower planning aims to maintain and improve the ability of the 
organisation to achieve corporate objectives through the development 
of strategy designed to enhance the contribution of manpower at all 
time..."
It is worthnoting, however, that even this definition has been less 
than conclusive. While emphasising the need to integrate the two objectives 
it has overlooked some important aspects such as the context in which 
planning takes place especially in terms of the political, economic, social 
and cultural environment, the attitudes towards manpower planning and the 
interests of specific individuals and groups.
There are many other definitions advanced in the literature (e.g. 
Batholomew, 1971 and Mwanyimato, 1984) but none has been universally 
accepted. Nonetheless, there is less disagreement on basis that the thread 
running through all the definitions is that manpower planning is involved 
with securing the right number of people with the right qualifications for 
the right jobs at the right time (Ritcher, 1984).
In view of what has been said above and in relation to the problem of 
Kuwaitisation, we propose the following as working definition in the* 
Kuwaiti context. Manpower planning should denote: the continuous process of 
setting objectives, designing plans and specifying the measures of 
achieving them within the context of environmental constraints and macro 
imbalances, to prepare the required qualities and quantities of native 
workforce to replace non-Kuwaitis in the medium and long-term.
One believes that this definition is comprehensive enough to encompass 
all the required variables. Setting manpower objectives as an integral part 
of corporate objectives with special emphasis on Kuwaitisation may reveal 
the seriousness with which the issue of replacement is regarded at the
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organisational level. Measures of achieving these objectives certainly 
involve all aspects of personnel management, from recruitment and manpower 
development through to redundancy and retirement. The actual conduct of 
these aspects directly affects the implementation of Kuwaitisation policy. 
More importantly these objects, plans and measures will be examined in the 
context of problems posed by demographic, economic, political, social and 
cultural factors, which affect the availability of necessary workforce 
numerically and qualitatively.
The above definition also enables us to watch closely the macro-level 
supply and demand situation which ultimately affects the availability of 
the right number and type of workforce for the organisation at the right 
time.
Graham (1982) identified two main purposes of manpower planning, the 
strategic and the operational. While the former is concerned with 
determining the numbers and types of manpower required by the organisation, 
the later is concerned with bringing action plans into line with those 
requirements. Such actions may include determining recruitment and training 
needs, assisting individual career planning and development, monitoring 
manpower costs, forecasting changes..etc.
1. The Manpower planning process
At the outset it has to be mentioned that it is difficult to pin-point 
a process which is universally applicable to all organisations. There are 
various forms of processes, differing according to the circumstances and 
the nature of activity in each organisation. Nevertheless, it is useful to 
have a conceptual framework for manpower planning to identify the common 
characteristic and to have a systematic view of the different elements 
involved in it.
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The framework shown in figure 4.1 sets out four main phases:
i) investigation:
The investigation stage looks at the following:
a) External manpower review which involves the study of the external 
environment and its effects on the organisations' plans. Environmental 
factors include those which affect the labour supply such as political, 
economic, social, and cultural factor. It includes as well the government 
actions and education trends.
b) Internal manpower review: The prime objective of such review is to 
highlight the opportunities and problems inherent in the manpower employed. 
Analysis should be intended to reveal problems arising from the structure 
of the workforce: numbers, employed, skill, educational attainment , ..etc. 
Apart from structural problems there will be a need to look at employees 
themselves. The problems of age distribution are an obvious example. Are 
the employees predominantly young with consequent problems of promotion, 
lack of experience and increased wastage? An aging workforce may indicate 
retirement problems, length of service distribution, past wastage patterns, 
skill and qualification held, promotion policies and past recruitment 
practices will all highlight manpower opportunities and problems.
c) Organisation review: this includes examining the working practices in 
(terms of activity organising, working hours..etc) the remuneration system 
t the incentive schemes, and terms of employment in general. Moreover, it 
is of benefit to study the organisation's in cultural factors that affect 
individual and organisational development.
ii) Forecasting:
The manpower planning process involves forecasting of labour supply and 
labour demand or requirements. The demand forecast must derive from the 
objectives of the organisation, set out in the corporate (business) plans. 
To forecast the relationship between the workload of the business plan and
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the manpower required, analysis of performance and productivity trends are
needed. If it is to be useful in guiding action, the forecast must also
provide information about the types of manpower required; it must be
divided into specific manpower categories. An obvious way of meeting the 
requirements for manpower will come from the people currently employed. 
Wastage analysis is a useful measure of the numbers of people who will 
leave either voluntarily or involuntarily.
Supply and demand forecasting will rarely match, so it is usually 
necessary to consider what actions are necessary to reconcile demand and 
supply. Recruitment is the most obvious way of increasing supply, so
information about the external labour market is required to assess the 
validity of this course of action. Internal means to alter supply are also 
available if, for example, the mix of skills needs to be altered. Promotion 
and transfer policies may be changed and in this way the supply side of the 
equation can be changed.
If the situation is one of contraction there will be different 
considerations. Labour turnover related to length of service. With no 
recruitment labour turnover will be minimal so that natural wastage could 
be insufficient to effect the reduction required. If reductions can not be 
achieved by natural wastage and redeployment, redundancy programmes can be 
planned.
The traditional approach in manpower forecasting has been the matching 
of supply and demand in numerical terms. But in recent years planning for
human resourcing is more focused on culture, attitude and employment. The
argument being that when these are in place financial and technical control 
of numbers and costs naturally follows, ( see Bramham, 1989).
iii) Planning;
The purpose of planning is to formulate coherent and interrelated set
of policies designed to achieve the organisation's manpower objectives.
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Planning should imply flexibility, and the wider the knowledge and 
understanding of the organisation's manpower strengths and weaknesses the 
more likely it is that the manager will know how to anticipate or react to 
the unforeseen. It is worth listing personnel activities and showing how 
manpower planning could help them.
a) Recruitment: a knowledge of future requirements and internal supply of 
labour is a pre-requisite to setting plans for recruitment.
b) Training and retraining: knowledge of manpower intentions will enable 
plans to be established for training both existing employees and the new 
employees being recruited.
c) Management development: a organisational change is likely to fail 
without appropriate development of its managers. Development schemes will 
enable managers and employees to overcome many practical limitations.
d) Pay and conditions: analysis of the current manpower situation will have 
indicated where attention to pay and other terms of service might usefully 
be concentrated. Remuneration represents an area which needs continuous 
examination at least to keep employees satisfied. Relations with corporate 
and financial plans indicate what the organisation might be able to afford. 
Assessment of pay policies is essential to attain other manpower 
objectives.
e) Manpower costs: such costs usually represent the largest proportion of 
production costs. Manpower planning provides necessary information and 
knowledge of personnel plans that should enable realistic costings to be 
made.
f) Redundancy: it is hoped that a knowledge of requirements and ways of 
meeting them will prevent the worst of sudden and unexpected reductions in 
manpower. If manpower is being poorly used it would hardly be surprising 
for a surplus to be identified. The organisation must develop its own 
policies to meet this situation.
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g) Retirement: manpower planning should include a profile of the employees 
as far as their retirement prospects are concerned. This will enable the 
organisation to prepare itself for the likely changes in its workforce 
structure.
h) Turnover: there is no static workforce. People leave the organisation 
for a variety of reasons. Manpower planning should involve anticipating the 
numbers that the organisation voluntarily or involuntarily will lose during 
the specified period to react in the proper time to maintain the integrity 
of the organisation.
i) Promotion and transfers: one way to adjust the changes in the workforce 
structure is through promotion and transfer. A clear picture of the 
prospects for promotion and transfers needs to be drawn as a part of the 
manpower planning process.
Having expressed each activity separately, their interrelation should 
be emphasised. There is little value in attempting to recruit if pay levels 
are wrong, if training facilities are not available or if the culture of 
the organisation is not ready for the change implied. In this way the 
purpose of planning is to ensure that policies for each activity link 
together so that ideally no one offends the direction of the other.
iv) Utilising and implementing:
If the policies are not implemented and better manpower utilisation is 
not the result, manpower planning will be of little if any value. A great 
deal can be done at the lower levels of the organisation structure. 
However, the support of the top management is essential to encourage the 
network of involvement and commitment that is needed. There are various 
measures of utilisation (in terms of cost, productivity, hours of work), 
the organisation must decide the appropriate measure for it and what 
criteria for success it wants to adopt. Flexibility and interrelationships 
are at the heart of manpower planning and quite essential in the
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utilisation stage . Organisation is viewed as a system where action in one 
area has an effect elsewhere. As well, these relationships are , of course, 
not static and neither is the environment in which they exist. Continuous 
and rapid change results in no 'plan' in any simple mechanistic sense being 
relevant for any long. Manpower planning is practice a flow of information 
through which the manager may develop increasing awareness of manpower 
problems and opportunities. Through this awareness it will be possible to 
develop coordinated personnel policies.
In conclusion, the major elements of manpower planning appear to be:
- Systematic analysis of manpower resources,
- forecast of manpower supply,
reconciliation to demand within the constraints of organisations 
circumstance, and
- Plans for action.
We have already mentioned that systematic and sophisticated manpower 
planning could be of great use as a tool for achieving Kuwaitisation. The 
foregoing presentation of the concept, and process of manpower planning is 
intended to enable the researcher to compare the conduct of Kuwaiti 
organisations in this respect with the theoretical idea as described in the 
literature.
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4.4 Inte rviewing
Interviewing as a qualitative research approach was defined by Moser
and Kalton (1977) as:
" A conversation between interviewer and respondent with the purpose 
of eliciting certain information from the respondent".
The importance of interviewing, as a qualitative research technique, has
been widely supported in the methodology literature (Maccoby and Maccoby,
1968; Kaplan, 1970; Moser and Kalton, 1977). This importance arises, as
Ahmed (1987) argues:
. from the necessity to come into contact with individuals so as 
to get access to the facts and opinions, and to receive them directly 
from the persons concerned."
Many advantages of interviewing as a research method have been
postulated by different writers. These include:
i) It enables the investigator to obtain the desired information more 
quickly (Gordon, 1969).
ii) It allows the researcher greater control over the situation (Moore,
1987).
iii) It provides the opportunity to obtain qualified answers through
'probing' and prompting (Moore, 1987).
iv) It is highly flexible and enables one to secure in-depth and detailed 
information (Ahmed, 1987).
There are basically two types of interviews, structured and
unstructured. A structured or standardised interview was defined by Maccoby
and Maccoby (1968) as:
" An interview in which questions have been decided upon in advance 
of the interview, and asked with the saxoe wording and in the same 
order for all respondents. "
On the other hand, an unstructured (or semi-structured) interview is
flexible and could vary from one respondent to another.
For this study the researcher used a semi-structured approach. This
type of interview provides more scope for discussion and recording the
respondent's opinions and views of government officials and top managers in
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the case study organisations. The results of some interviews have been used
in chapter 5. Moore (1987) argues:
" Semi-structured interviews are used to collect discursive 
information-qualitative as opposed to quantitative, to use the 
jargon-which usually contains a high degree of opinion or the 
expression of attitudes. It is the technique that could be used to 
explore such things as the type of service that people want, or the 
nature of problems experienced by managers. "
Therefore, the researcher was at liberty to vary the sequence of
questions, to explain their meaning, to add additional ones or even change
the initial wording while the interview was progressing. Questions were, if
necessary tailored to suit each particular respondent.
Nevertheless, it would be an over-simplification to assume that
interviewing has no limitations, (see Ahmed,1987; and Moore ,1987).
However, in this study the benefits gained from using interviewing as a
research technique outweigh any drawbacks. This is confirmed by Ahmed
(1987) who notes that:
" interviewing has proved its superiority over other methods in 
obtaining and collecting data in developing countries. "
4.5 The Questionnaire
Opinion surveys by questionnaires have been conducted to supplement 
other methods of data collection for this study. These are aimed at 
providing a survey of the opinions of key strata of the Kuwaiti population 
(to be specified below) and to test research hypotheses in this study 
relating to attitudes towards:
1. females in employment;
2. working in certain sectors;
3. undertaking employment in jobs currently performed only by non-Kuwaitis;
4. Kuwaitisation in general.
No other means of data collection appears to be feasible in this respect.
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Much has been said about the advantages of questionnaire as a research
tool. Clover and Balsley (1979) pointed out that:
"... prospective respondents can be reached at relatively low cost 
through the use of a questionnaire and a quick turn around time can 
usually be expected."
More, Ary et al (1972) noted that:
”... the questionnaire is typically more efficient and practical and 
allows for the use of large sample."
Others, such as Mason and Bramble (1978) state that:
" the questionnaire has the advantage of increasing the generality of 
the data and making respondents more confident in providing truthful 
answers. "
To achieve some of the objectives of this study and to test the 
relevant hypotheses, questionnaires targeted at four key economic groups 
have been designed by the researcher, in the light of literature 
(Yussef, 1988; Shreim, 1989; Taqi, 1984; and Mansfield et al, 1981). 
Students, in both higher and secondary education have been divided into 
sub-categories based on sex. In addition to personal details the 
respondents were asked questions under 3 or 4 major headings.(see summary 
in table 4.2).
In an effort to ensure that the items included in the questionnaires
are relevant and easily understood and to enhance the chances of increasing
the response rate, a pilot survey was carried out. In support of the idea
of having a pilot survey Moser and Kalton (1977) articulated that:
"Jt is exceedingly difficult to plan a survey without a good deal of 
knowledge of its subject matter, the population it is to cover, the 
way people will react. to questions and ... the answers they are 
likely to give. Sow is one to estimate how long the survey will take, 
how many interviewers will be needed, how much money it will cost?. . . 
How, without trial interviews, can one be sure that the questions 
will be as meaningful to the average respondent as to the survey 
expert? How is one to decide which questions are worth asking at 
all. "
The pre-test involved: first; the questionnaires was translated from
English to Arabic by an expert, and then the Arabic version was translated 
back into English . This often led to a process of adjustment until a 
preliminary translation was obtained which was relatively easy and
idiomatic as well as linguistically correct. Second; a pre-test was carried
out by distributing questionnaires among different samples of the target
groups as follows:
a) 80 questionnaires were distributed among students in higher education
(Kuwait University and Applied Education),
b) 40 questionnaires were given to female employees in the KNPC and CBK
(i.e the two initial case studies),
c) 50 questionnaires were distributed among females not in the labour force
in different parts of the country, and
d) 88 questionnaires were distributed in four secondary schools (two for
boys and two for girls).
Third; as a result some questions were dropped or reworded with the help of 
the research supervisor, Fourth; the questionnaires were shown to a number 
of experts from the University of Kuwait and Applied Education to have 
their opinion on: i) the clarity of the questions; ii) the relevance to the 
issue under investigation, iii) the validity of the measurements used, and
iv) the ability of the sample of respondents to provide reliable answers.
The sample size was fixed at 400 for each of the four categories having 
regard to many practical limitations such as the availability of time for 
questionnaire , the detail and precision required in the analysis, the 
costs involved and many social and cultural factors particularly in 
surveying women.
The pattern of distribution of these questionnaires differed from one 
sample group to another.
1. Females not in the Labour force
There are five governorates in Kuwait, each with a number of localities 
(see table 4.3). Five localities from each governorate were chosen at
random (see Moser and Kalton, 1977) and 16 questionnaires distributed in 
each locality. Female family members, and friend's of sister, and friends
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of wives distributed and collected these questionnaires(see section below 
for further discussion). Help was also provided by members of female 
social clubs such as Nadi Al-Fata and Bayadir Al-Salam.
2. Females in the labour force:
In distributing the questionnaire among female employees the researcher 
made use of his contacts in the case study organisations where 300 
questionnaires were distributed. The remaining questionnaires were 
distributed in the Ministries of Education, Social Affairs and Labour, 
Information and Communication. Public relations officers in these 
organisations have been shown the significance of the data required and how 
these questionnaires must be distributed on a random basis, taking into 
account the representation of different occupational levels.
3. Students in Higher Education
In distributing this questionnaires it was emphasised that the sample 
should cover students in all faculties and departments, the vast majority 
were chosen from the final year. University teachers and teaching 
assistants helped greatly and actually participated in the distribution and 
collection of the questionnaires.
4. Students in Secondary Education
Two schools (one for boys and the other for girls) from each 
governorate were selected randomly. Students in the sample represented both 
science and arts majors and the majority were chosen from final year. 
Teachers and social workers were responsible for administering the 
questionnaires after being shown the procedure by the researcher.
One thousand and six hundred (1600) questionnaires were distributed 
among the four sample groups in the study and a total of 1192 were
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returned,(see table 4.4). After screening, 192 response copies were 
excluded because of faults, so the usable copies were numbered 1000. Thus, 
the response rate is 62.5%. The total response rate of each group is shown 
in table 4.4.
Questionnaires for females not in the labour force consisted of 16 
questions, structured so as to be easily understood and quickly answered as 
the sample was expected to be of relatively low education attainment. As 
the pre-test indicated, the traditional 5-point ordinal scale would have 
proved inappropriate to this particular sample and a 3-point ordinal scale 
(1“ Agree, 2= Uncertain, and 3= Disagree ) was adopted.
However, at the analysis stage, when comparison between the results of 
the four questionnaires was made, this 3-point ordinal scale has been 
converted to a 5-point ordinal scale. It is noticeable that the response 
rate of the females not in the labour force is quite low in comparison with 
other groups. One reason for this is the prevailing cultural and social 
constraints as well as reliance on a third party to distribute the
questionnaires. The remarkable high response rate (84%) among the students 
in secondary education is not unexpected due to discipline, accessibility 
and easy control.
Questionnaires II, III, and IV were made up of 15, 14, and 16 questions
respectively and are structured in such a way to provide quick answers. All
these questions (except two in I, and one in II, III, and IV) are close- 
ended. The questionnaires are not included in the body of thesis but can be 
seen from tabulations in chapter 10.
It must be pointed out that the survey design is not completely
rigorous in that it was not possible to choose a random sample from a 
sampling frame. The research design necessarily represented a compromise 
within the quite severe time and cost constraints faced by the researcher. 
Nevertheless, it is felt that the results have considerable validity and do 
provide important insights into the issue of Kuwaitisation.
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4.6 Problems of Data Collection
Kanovsky (1986), writing an article related to manpower problem in
oil-rich Arab countries lamented that:
"... it appears to be the policy of labour izoporting countries to 
discourage research on this topic."
He quoted a Middle East Journal published in London in 1983 which stated:
"Arab researchers in the field feel frustrated about the difficulties 
of studying the subject.... Organizers of a seminar on foreign labour 
in the Gulf, held in Kuwait in January (1983) by the Arab Planning 
Institute.... had difficulty in collecting field data and 
interviewing workers, employers and officials. There were reports 
that a researcher was deported from one (unnamed) country after 
every piece of paper he had with him was removed at the airport. "
This gives an indication of potential difficulties in collecting the data
on this subject. The issue of manpower is considered by many officials to
be very sensitive and as showing political implications. The following are
some of the problems encountered by the researcher in the process of data
collection during the field work which extended from October 1988 to April
1989.
First; when interviews were conducted with policy-makers, considerable 
time was wasted in fixing appointments. Only the insistence of the 
researcher and persuasion through informal channels made interviews with 
some officials possible. Even after meeting an informant, some tried to 
avoid an interview and attempts were made to transfer the researcher to a 
lower-ranking official. Some officials were reluctant to answer vital 
questions regarding, for example, naturalisation, allegedly because these 
questions are politically sensitive. Moreover, important documents have 
been withheld on the grounds that they were strictly confidential, 
including a recent report on labour in the public and the private sector 
prepared by the Ministry of Planning.
Second; while case studies were being carried out some managers also 
exhibited non-cooperative attitudes, partly because of their lack of 
understanding of the nature and significance of scientific research. Much
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time was spent persuading these people to be interviewed. Reluctance to 
provide wages and salaries, the training budget, training programmes and 
manpower plans made it difficult to obtain necessary data on the grounds of 
confidentiality. Some organisations do not keep appropriate records making 
it difficult to establish standardised historical data about different 
employment variables while it was possible to trace information back to the 
1970s in some cases, yet in others information prior to 1980 could hardly 
be found. Some organisations had primitive and unorganised filing and data 
recording systems.
Third; while using the questionnaires it became clear that obtaining 
data on women in an Islamic Culture and conducting in-depth studies, on 
women’s attitudes and aspirations is difficult due to certain traditions 
and customs which prevent women from having social contacts with men other 
than family members. Thus, the sample of females not in the labour force in 
this study could not be contacted directly by the researcher. The only way 
out of this impasse was to enlist the help of female relatives and female 
members of friend's families. This means the researcher did not have 
freedom in selecting the interviewers, although a great deal was done to 
improve their knowledge of the process and procedures of surveying and 
interviewing. A postal questionnaire was not adopted because there are no 
statistics available to show the numbers of females not in the labour 
force, their ages, and their location. Thus doubts may arise whether the 
group contacted represented a random sample or not. In some respect, it 
could be claimed that the sample obtained was a purposive sample rather 
than the a random sample. This view is supported by the fact that visiting 
an address in itself was not sufficient to find someone of working age who 
could be included in the survey. The researchers had to find households 
with females not in the labour force, of the working age, and then 
establish whether they would agree to be surveyed. In a country with 
relatively high illiteracy rates and strict cultural and religious
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practices, many regard surveying as intrusion into their private lives. 
This was noted particularly in surveying females not in the labour force 
when some male members of the family insisted on filling the questionnaire 
on behalf of their wives or sisters or at least being present during 
interviews. The performance of many female respondents in completing 
questionnaires generally reflected a lack of knowledge, understanding and, 
perhaps, experience of surveys. The researcher received many questionnaires 
with incomplete or partially completed answers. All these factors have 
contributed to the lower response rates shown in female samples.
Nevertheless, the field work has been an invaluable experience for the 
researcher. It needs to be emphasised that personal contacts have far- 
reaching implications for research in Kuwait, that is personal relations 
with friends and the extended family network. Personal contacts have helped 
with the following stages of the field study:
1. Gaining admittance to the Organisations. Official letters recommending 
the research, were not as effective as personal contacts, perhaps because 
officials wanted to be sure that the researcher was really intending to use 
the data for academic purposes.
2. The length and quality of interviews. Personal contacts often ensured 
that the researcher got the amount of time and information needed, 
improving the quality of the data. It would have been impossible to meet 
the Minister and/or Under-secretary of planning in the absence of such 
personal contacts.
3. Access to information. Personal contacts often changed the attitude of 
the interviewee from one of suspicion to one of trust. For example, 
information which had been considered confidential was made available to 
researcher from some organisations, particularly information regarding 
manpower plans, wages and salaries ...etc.
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Table (4.1) The Organisations in the saiple
Organisation Ownership Sector No. Eiployed in 1988
Ministry of Public Health (MPH) Civil Service Social Services 31220
Kuwait Oil Coipany (KOC) Public enterprise Oil extraction 5457
Kuwait Airways Corporation (KAC) " Air Transportation 5615
Kuwait Public Transport Cowpany (KPTC) * Public Transportation 5546
National 8ank of Kuwait (NBK) Private enterprise Finance 1727
National Industries Coipany (NIC) ■ Manufacturing 1767
Al-Ghanii Industries (AGI) Manufacturing/Trading 2004
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Table (4.2) Questionnaire: Study-Data Collected froe Different Groups of Respondents.
Feaales out of Feaales in the Students in Higher Education Students in Secondary Education














"what are the 
reasons preventing 
you froe working*








Changes to encourage 
■ore feaales in the 
labour force.
‘what changes should 
be aade in organisat­
ions so as to attract 
■ore woaen into the 
labour force?
Probleas encountered 
and changes needed to 
encourage aore feaales
Probleas envisaged 
in joining labour 
force.
Hotive for wanting to 
work.
Probleas envisaged 
in joining labour 
force.





























Table (4.3) Nuebers of localities selected and questionnaire distributed
Governates Localities Ho of localites 
selected
Ho of questionnaire 
distributed
Capital Governorate! 18 5 80
Hawaiii 14 5 80
Farwaniya 15 5 80
Aheadi 19 5 80
Jahra 12 5 80
Total 78 25 400
Table (4.4) Response Rate
Groups
(1)
Ho of 0. 
distributed
(2)
Ho of Q. 
returned
(3)





Feeale not in the 
labour force 
I
400 225 174 43.5
Feeale in the 
labour force 
II
400 305 240 60.0
Students in Higher 
Education 
III
400 282 250 62.5
Students in Secondary 
Education 
IV
400 380 336 84.0
Total 1600 1192 1000 62.5
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CHAPTER FIVE
MAJOR POLICY ISSUES AT THE NATIONAL LEVEL
5.1 Introduction
As discussed in chapter 2 on the Kuwaitisation policy it was the fear 
of loss of cultural identity and political stability, together with 
apprehension of the economic ascendency of the immigrant population, that 
dictated the government's recent plans to lessen dependence on foreign 
labour: Kuwaitisation of employment spearheads such plans.
Changing the structure of the labour force is by no means an easy task. 
It involves a number of interrelated economic, political, social and 
cultural factors. Recognising the constraints possed by these factors, the 
government advocated a policy of Kuwaitisation with two planks: expanding 
labour force participation of nationals, and constraining the growth of the
total labour force at a rate lower than Kuwaiti labour.
It must be emphasised that the success of policies, plans and measures 
depend largely on the particular circumstances of the country under
consideration. This chapter aims to provide an analytical account, based on 
the economic assessment in chapter 3, of the major policy issues involved 
in the replacement of non-Kuwaitis with Kuwaitis. This will enable us to 
identify the major factors that will encourage or discourage the policy 
implementation from a national viewpoint.
5.2 Manpower Planning at the National Level
While no one doubts the critical importance of manpower to the
development of any country, the term manpower planning has been the subject
of wide controversy, primarily due to the lack of agreement on what
'manpower planning' embraces . As L.Richter (1981) noted:
"there are almost as many definitions of the term as there are
authorities or publications on the subject. "
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Manpower planning is a concept which deals with the utilization of 
human resource for development, be it the development of a nation, or an 
organisation.
Patten, (1971) defined manpower planning at the national level as:
"The application of the processes of planning in general to the 
preparation and employment of people for productive purposes."
Thus, manpower planning aims to enlarge job opportunities and improve
training and employment decisions through adjustment to changing demand
conditions. To this extent, the exercise of manpower planning can be viewed
as consisting of coordinated plans to determine requirements, educational
and training needs and other efforts to ensure provision and development of
the right number and quality of manpower, at the right time and at the
right place, to engage in activities for which they are economically most
useful (Patten, 1971).
Manpower planning further calls for proper and full utilisation of all 
levels of manpower, generally towards the achievement of national 
objectives and achieving a sustained economic development. Harbison and 
Myers (1964) pointed out, that manpower planning is thus seen as the 
process of increasing knowledge and skills and the capacities of all the 
people in the society, and they went further to state that in the operative 
sense, manpower planning is concerned with the accumulation of human 
capital and its effective investment in the development of an economy. The 
question of supply of manpower from the education stream, and demand by 
various organisations, is therefore important for macro planning. The 
implication here is that national manpower planning takes into account the 
various manpower needs of different organisations as part of the process of 
planning for the development of the nation.
The overall manpower plan of the Kuwaiti government is to expand the 
participation of the national population ( supply side) at a faster rate 
than the growth in the total labour force required ( otherwise it is 
"supply" not "demand"). Various supply side measures have been suggested in
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the literature, both to expand the size of the potential native labour 
force and to increase its participation rate. Expanding the population can 
be through improving health care, demographic factors and naturalisation. 
Increasing participation through education and training, changing attitudes 
to work, encouraging the role of women and incentives, especially 
remuneration, fiscal policy and retirement benefits.
To affect the demand side of the labour market equation policy makers 
can influence total labour demand through: the level of public sector
investment, varying the level of portfolio investment made abroad, and 
encouraging capital substitution for labour. In other ways, discriminatory 
policies can be introduced to influence demand for non-national labour, 
such as, fiscal disincentives to the employment of expatriates, regulations 
restricting the employment of expatriates, and public investment can be 
aimed at sectors which can be more easily staffed from indigenous sources.
It could be said that it was not until the formulation of the 1985/86- 
1989/90 Five Year Development Plan that manpower planning at the national 
level began. That plan aimed generally at 1) the" development of the 
national human resources and 2) the gradual reduction of the heavy reliance 
on expatriate labour. Assuming that the overall growth rate in GDP during 
the specified period will be 3.9%, the demand was estimated to be 664,540 
by 1989\90. On the supply side, the plan was based on the assumption that 
Kuwaiti labour force will increase by an annual growth rate of 4.2% and 
non-Kuwaitis by 3%. Accordingly as table 5.1 demonstrates, the share of 
Kuwaitis in the total labour force was expected to increase from 22.6% in 
1984\85 to 23.7% in 1989\90. This implies that the first attempt at 
Kuwaitisation has been modest as by 1990, 233,215 expatriates must be
recruited from abroad expanding the non-Kuwaiti labour force to 507,240 i.e 
a 16% increase over five years. The biggest increase in the non-Kuwaiti 
labour is expected for technical and professional staff and especially 
among managers and supervisors.(29% planned increased).
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The following policies and strategies to implement Kuwaitisation were 
set out in the Five Year Development Plan. Three supply side policies were 
identified as to :
1) Reduce illiteracy by strategies to a) enforce literacy training, b) 
develop general education and c) use of the media to encourage use of the 
adult centres.
2) Enhance education and training systems by a) diversify the education 
system, b) increase the output of the system, c) relax restrictions on 
joining science streams, d) financial incentives for students in areas of 
manpower shortage, e) develop applied technical education and change 
admission policies, f) reduce admissions for university arts courses, g) 
restrict the number of students taking arts courses abroad, h) establish 
research into labour-related areas and problems.
3) Increase the female participation rate by a) establishment of child 
care facilities in the public sector, and b) encourage such facilities in 
the private sector.
On the demand side, the strategy is aimed at redistribution of labour 
among different economic sectors based on investment decisions to increase 
Kuwaiti representation.
The government's plans indicate clearly the overwhelming need to 
increase the supply of national manpower both in general and in particular 
sectors, occupation and skills. Such an increase is a pre-requisite for 
increasing the share of Kuwaitis in employment i.e Kuwaitisation.
The plan provided for annual follow-up reports and in 1988 the Directorate 
of Manpower Planning was established in the Civil Service Commission.
The third follow up report in 1988 revealed that there has been no 
signs of increase in the share of Kuwaitis in the labour force. Taken 
together to what has been reported above (see chapter 3) and interviewing 
of the policy-makers, it can be said that policies and strategies could not 
have been translated into an effective increased Kuwaitisation. A
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pessimistic view has been expressed by the Secretary General of the Supreme
Planning Council who stated that:
»The plan has failed to achieve its objectives owing to political, 
economic and social factors."
The same view has been expressed by Assistant Under-secretary of the
Ministry of Social Affair and Labour, who pointed out that:
"The plan has failed to achieve its objectives because of the 
scarcity of qualified Kuwaitis and the absence of financial 
incentives. "
It can be asserted that the role of manpower planning is clearly 
undermined at the national level. The current practice is rudimentary 
underdeveloped and lagging behind to what is known as manpower planning in 
its proper sense as stipulated in the literature. Policy-makers need to pay 
more attention to enhancing the role of manpower planning as a means of 
achieving such objective as Kuwaitisation.
5.3 Rationalisation and automation
Economists conventionally argue that an abundant supply of labour 
leads the employer to give priority to investment expansion (i.e 
increasing production capacity without altering production techniques), 
whereas a shortage of labour (as the case in Kuwait) provides an impetus 
for rationalisation and automation (Maillat et al, 1978) . Shortage of 
manpower in Kuwait as well as expensive Kuwaiti labour have motivated' 
employers to import relatively cheap labour. Thus, to what extent can 
Kuwait*s plans for investment abroad and induced automation or 
rationalisation help Kuwaitisation?. A capital-surplus country (ie Kuwait) 
with a labour shortage should consider these strategies to reduce heavy 
dependence on foreign labour.
One strategy, especially in a capital rich economy is to invest abroad 
(and import what is needed) undertaking labour rationalisation investment 
at home. Such an approach was successfully adopted in Switzerland ( see 
chapter 2) and it seems to be relevant in the case of Kuwait.
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Recently, Kuwait has been using oil income for investing abroad rather 
than fuelling domestic economic growth. The Five Year Development Plan
(1985/86 - 1989/90) envisaged investments in friendly Arab countries,
targeted at producing strategic commodities to be imported in to Kuwait.
The reduction in the government's domestic investment budget from KD 
1128.8m in 1986/87 to 757.9m in 1989/90^ and the increasing role of Kuwait 
Investment Authority (KIA) which is responsible for Kuwaiti investments 
abroad, could be further indications of such new tendencies.
Substitution of capital for labour is another way of reducing the
labour needs of a country. This is more attractive and practical for, a
wealthy country like Kuwait, when compared with poorer developing
countries. It is an obvious area for government intervention to direct 
investments, to less Labour-intensive sectors. However, the option dose not 
appear to have been tried and policies in this respect are not yet
developed.
If employers, particularly in the private sector, are to continue to
employ cheap Asian labour, the incentive to invest in sophisticated and
expensive equipment will be dampened, particularly against a possible
background of slackening government-led demand. There is, as was noticed in
chapter 3, evidence that existing cheap labour is being utilized very
inefficiently and actually harming the Kuwaitisation process. Provision of
incentives such as replacement grants needs to be taken into
consideration. Questions have been asked about whether the investment
policies produced any impact on Kuwaitisation policy. The General Manager
of KIA believes that:
".Investment decisions can be used in a such manner but, in my 
opinion, the option has not been taken seriously so far. ”
Despite the reduction in GDP by nearly 32% from 1975 to 1987 (see table
3.1 in chapter 3) data indicate that there was no corresponding slow-down
in the demand for labour. Work permits issued for the first time for
private sector employers rose from 41, 623 in 1985 to 90,273 in 1986 (see
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table 5.2). Significantly, the trade sector has accounted for nearly 45% of 
these new permits, and construction 21%. This could reflect the labour 
intensive nature of the expanding trade sector. On the other hand, new work 
permits have fallen in the oil sector possibly because it has become more 
capital-intensive.
5.4 Demographic Factors
The smallness of the population size and its youthfulness have been 
identified above as major deterrents to increase native labour force in 
Kuwait. In addition to growth rates (which are determined by fertility and 
mortality rates, early marriage , immigration pattern ...etc) the movements 
in the size of specific age groups is vital to the changing structure of 
the labour force. By definition, those above the age of 15 constitute the 
labour force. Thus, the percentage of the population below 15 years of age 
directly affects the numbers available for economic activity. Improved
health care and living standards since the discovery of oil has led to a 
very young population (analysed in Table (3.6)) and thus, to a low activity 
rate .
The government adopts certain social policies to increase the Kuwaiti 
population. These policies include provision of interest- free marriage 
loans (up to KD 3000) with only two-third to be easy repaid at KD 20 per
month, child allowances of KD 30 per month for an unlimited number of
children , and the provision of family housing and housing loans.
Despite these measures birth rates have been falling, perhaps 
reflecting the fact that more people are pursuing higher education,
particularly females, and as more women become educated family planning 
methods are increasingly used. This means that the average age of the 
native population will increase, along with the proportion of those of 
working age. Kuwaitisation can expect to benefit from this demographic
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effect in the future. This will be particularly beneficial in respect of 
female participation.
Another way of increasing the native population, though politically
sensitive, is naturalisation, i.e. granting citizenship for selected
numbers of foreigners. Akkad (1983) proposed this as one way of solving the
shortage of native labour in Saudi Arabia. Alessa (1981) in his study of
manpower problems in Kuwait suggested that:
"Since the Kuwaiti population is small, citizenship should be granted 
to those people the country needs for their professional services."
The measure has been successful in some countries like USA, Canada and
Australia. It is clearly one option available to Kuwait and to some
scholars it is the only possible option. A1-Di-Age (1983) argued that:
"In view of the apparent failure to increase the population by the 
natural means of increasing the fertility rate, naturalization is the 
only method of increasing population and more importantly the labour 
force."
In Kuwait, there are favourable conditions for the adoption of such
policy. The presence of large numbers of other Arab workers with same
religion, cast, language and cultural background with considerable
residency period should have encouraged the government to think seriously
in this direction. However, available evidence suggests that this is not
the case. A recent report in 1988 by the Supreme Planning Council revealed
that during 1980-1987, 23,171 people were granted Kuwaiti citizenship but
over 99% were females from abroad who had married Kuwaiti men. Moreover, in
an interview with the Minister of Planning, he expressed that:
"Government has thought of naturalisation as a way of increasing the 
population, but the option has been ruled out for the time being. "
It seems that fear of social and political tensions which might follow 
the bringing of 'strange' body into the country's population as well as 
economic impact, meant that the issue remains rather sensitive.
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5.5 The Role Of Women
There is a consensus among scholars on the fact that women in the Gulf
States do not contribute to the supply of labour in numbers commensurate
with their population (Birks and Sinclair, 1980, 1980b, Alessa, 1981; and
Birks, 1988). A1 Tarrah (1983) pointed out that:
"Indigenous women represent a large pool of human resources that has
not been effectively utilized. Their low participation in the labour 
force has meant foreign labour has had to be imported. "
Therefore, one way to overcome manpower shortage problems in these
countries is to encourage more female participation in the labour force. In
this respect, Rehemi (1983) noted that:
"Arab countries should provide the conditions under which women will 
be encouraged to seek employment outside their homes. This should 
include education as well as preparation for work and training. "
Alola (1982) rightly reported from the Saudi Arabia experience that:
"... allowing more women to participate in the labour force would 
significantly reduce the need to rely on foreigners for the economic
development of the country .........  without the entrance of more
Saudi Arabian women into the labour market, we can not see how
'nationalization'.... also termed arbitrary Saudi-zation ...can be 
achieved, even in the long term.”
In this section the present female participation rate, the 
characteristics of women in the labour force as well as factors affecting 
Kuwaiti female participation will be thoroughly examined.
Much has been written about the definition of labour force activity 
among women, in the Third World, (see for example ILO, 1982a) . In Kuwait, 
Official Documents and government statistics define 'female labour force' 
to constitute those who are already employed, or who are actively seeking 
paid employment.
The literature survey has shown that certain factors are likely to 
affect the female labour force participation rate (FLFPR) in developing 
countries. These factors include demographic factors (Peek, 1978), marital 
status (Rasevic, 1978) education ( sheehan, 1978; Anker and Knowles, 
1978.), Culture (Al-Tarrah, 1983, Alessa 1981, Sirhan, 1980), household
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income (Yousseff, 1972, Alessa, 1981), religion (Akhtar, 1980, Rehemi, 
1983) and working conditions.
1. Trends of Kuwaiti females in the labour force
Table (5.3) shows the trends of females in the labour force during the 
period 1975-1988. The female participation rate has grown consistently from 
6.2% in 1975 to 17% in 1988 . This is a favourable trend indicating a 353% 
increase in female employment. This represents a pay off from the advances 
in education (see chapter 3) and is a trend which must continue to attain 
Kuwaitisation.
2. Demographic factor and female participation
The highest female participation rate is to be found in the age group 
25-29 (32.7%), closely followed by age group 30-34 (27.5%), (see table
5.4). On the other hand, female participation is negligible for those aged 
40 and over. This could be attributed to the fact that only in the recent 
years have Kuwaiti females joined the labour force in significant numbers. 
Moreover, unlike the case in Western economies, many Kuwaiti women leave 
employment after marriage and child bearing with limited prospects of re­
joining the labour market. Reporting on female workers in Britain, 
Greenhalgh (1977) noted that participation of married women was lowest for 
those in age group 25-34 and highest in group 45-54. The survey results in 
chapter 10 provide further evidence on this linkage between age and female 
labour force participation. The improvement in the educational attainment 
has been identified as an encouraging factor for more female participation. 
As the population boom moves through the age groups Kuwaitis should expect 
to see not only an increase in the proportion of women over 14 but also in 
the average participation role for this strata of the female population.
Layard et al (1978) pointed out that the probability of participation 
falls for those with children, a view borne out by the survey results in
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chapter 10 below. However the relationship is complex; varying with the 
age of the children, and cross-linked with education, family income and 
cultural factors. Marriage and female participation is largely bound up 
with the child bearing, which usually accompanies marriage. In Kuwait 
cultural context, there is the possibility that a conservative husband will 
stop his wife's employment whether or not she has children, while, a woman 
marrying a liberal husband, might then be able to go out to work.
Continuing government policies to encourage child bearing may help 
Kuwaitisation in the long term, but probably have a depressing influence on 
female participation in the short run. The most significant measure which 
can encourage the female participation in the face of high fertility is the 
provision of nursery care, one of the strategies included in the current 
five year development plan. Moreover, the current government policy of 
early marriage (through interest-free loan and accommodation facility) is 
probably working against more female participation.
3. Education and female participation
Table (5.5) shows that the majority of the females participating in the 
labour force (about 71%) are educated to at least secondary level. 
Education works in several ways to increase participation by creating 
positive preferences for stimulating activity, by increasing earning 
capacity (and therefore the incentive to work), by depressing fertility 
through awareness of family planning and its benefits and by weakening the 
social constraints of the traditional culture. Meleis (1982) rightly argues 
that:
”... education plays a pivotal role in the emancipation of women, 
particularly in Islamic cultures where it is the key to more 
diversified roles and determines the level of participation in 
occupation."
In the Kuwaiti culture a husband's education is also influential in 
determining the likelihood of participation; positively by loosening
132*
cultural inhibitions and negatively through higher earnings reducing the 
need for supporting family income from the wife's work.
4. Culture, Modernisation and female participation
Both traditional Bedouin and Muslim Culture confine a woman's role more
narrowly to household and child bearing activities, than the conventional
one as known in Western countries. Yousseff (1972) stated that:
"In the Middle East, which depends entirely upon kinship and family 
as a basis of social organisation, kinship institutions provide that 
there is always a male who is economically, legally and morally 
responsible for the woman, whatever her martial status. This is true 
of all social classes."
This cultural outlook greatly reduces the need on the part of women to 
earn an income. The Islamic norms and rules also strongly discourage 
contact between women and males who do not belong to their family. Thus 
non-segregated employment is not acceptable to conservative families. The 
encouragement of single-sex facilities (i.e. segregation) in areas where it 
is not typical (women prefer the field of education and medicine because of 
segregation) is a policy that needs to be addressed in the medium term as 
it has implications in terms of signals to be given to students about 
specialisation in certain subjects as well as for working conditions. 
Obviously, to have all female working environment will encourage women to 
join the labour force.
A conservative view, accompanying the preference for segregation and 
emphasis on the women's household role, is the opposition in recent years 
to non-Muslim language, religion and traditions being imported into Kuwaiti 
families through Asian domestic servants. Many conservatives raise the 
voice of great concern that there is a threat to the integrity of the 
family and married women should not be allowed to work. Despite these calls 
and constraints, there is evidence that change has taken place and more 
educated females now are entering the labour market, unlike the situation 
some years ago (see table 5.4).
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Moreover, while the Islamic viewpoint might discourage women's work it 
may be capable of appreciating that Kuwaitisation is an ally in maintaining 
the religious and cultural unity of the country. Such religious endorsement 
of Kuwaitisation might have a positive impact in areas such as discouraging 
idleness, and overcoming the Kuwaiti reluctance to perform manual jobs.
5. Economic factors and female participation
What has been mentioned by Yousseff (1972) above, demonstrates the 
cultural weakening of the economic incentive for women to work through an 
unofficial welfare structure of kinship. Consumerism in an increasingly 
affluent society may reintroduce this financial incentive to work as the 
desire for 'more' replaces the need for 'enough'. However due to the lack 
of childcare facilities and secured segregated transport, the working woman 
will inevitably incur expenditure on household staff (child minders and a 
car driver), reducing the positive financial effect of participation.
5.6 Retirement Policy
The introduction of the social insurance Act no.61, 197 6 represented the 
first attempt in Kuwait to create what might be called a Social Security 
System, providing a wide range of benefits for the elderly, disabled 
persons and dependents. Under this scheme, all Kuwaiti nationals who are 
employed and self-employed in the various economic sectors are compulsorily 
insured. All non-Kuwaitis are excluded. The Scheme is mainly financed by 
contributions made by :
1. The insured, who contribute 5% of their monthly basic pay,
2. The employer, who contributes a sum equal to 10% of the employee's basic 
monthly pay, and
3. The government which contributes an annual sum equal to 10% of the 
annual basic salary of the insured.
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One of the underlying reasons for enacting 1976 legislation was to 
achieve a more even distribution of the labour force within the various 
sectors, and to obtain a better balance between Kuwaitis and non-Kuwaitis. 
The planner's intention, in providing a comprehensive scheme for Kuwaitis 
in the private sector and the oil industry, was to persuade Kuwaiti labour 
to move from the over-staffed government sector to private industry, mainly 
staffed by non-Kuwaiti. The great difference between benefits available to 
Kuwaiti employees in different sectors was regarded as an obstacle to 
Kuwaiti inter-sector mobility .
The 1976 Act stipulates provision of extremely generous retirement 
benefits. The normal retirement age is 60 years for males and 45 years for 
females. However, male aged 45 with 20 years of service can retire with a 
pension equal to 75% of his final gross salary even though he may have had 
several employers. Females are entitled to a retirement pension after 15 
years of service amounting to 75% of gross salary. With 25 years of service 
an employee can retire at any time, regardless of his age, on a pension of 
95% of gross salary (with maximum of KD 950) per month. An important point 
is that any additional service beyond 25 years makes no difference to the 
employee's pension entitlements. Moreover, on retirement at age 45, an 
employee can commute up to one quarter of his pension amount as a lump sum 
at the rate of KD 156 for each one Kuwaiti Dinar of monthly pension. The 
older the person, the lower the rate, at 65 he gets KD 75 for each one 
Kuwaiti Dinar of pension.
The early-retirement provisions encouraged many Kuwaitis to withdraw 
from the labour force particularly in the early 1980s where it was possible 
to use their lump sums in speculation in Souk Al-Manakh. Thus, the scheme 
has strongly influenced the participation rates among older age groups. 
Table (5.6) shows that significant number of Kuwaitis below the age of 60 
have retired under the social security system. By 1988, almost 30% of those 
insured within the age group 41-50, and more than 71% in the age group 51-
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60 had retired early. The Law also prevents those who retire from seeking 
employment anywhere else, irrespective of their age and experience. 
Consequently, vacancies were to be filled mainly by imported labour. It is 
unfortunate that Kuwait, suffering from a shortage of labour, has thus 
underutilised a considerable number of its experienced nationals. Thus, a 
programme should be developed to retain retiring employees to fill other 
positions in areas where there is a shortage of manpower. Apart from the 
obvious adverse effects on Kuwaitisation, early retirement also deprives 
the Social Security Fund of the contributions of those who retire. The 
long-term cost implications could be enormous.
5.7 Employment Incentives
Some scholars argue that reduction of foreign labour could be achieved 
through the introduction of certain fiscal policies,(see Sankok, 1981) . The 
question of retirement policy and the low participation rates highlighted 
the difficulty of maintaining the incentive for the native population to 
work in the face of abundant public and private wealth. Moreover the 
incentive for employers to Kuwaitise is financially reversed compared to 
the experiences of most developing countries. Africanisation. was basically 
meant to replace expensive expatriate labour with less expensive national 
labour (see chapter 2) whereas in Kuwait the cost of attracting a Kuwaiti 
to a post is normally greater than employing a . non-Kuwaiti (Al-Qudis, 
1985). Private sector employers will naturally be reluctant to replace 
cheap labour. Birks (1988) asserted that a nation wishing to replace 
expatriates should make the cost to the employer of employing them greater. 
He suggested that the reduction of the apparent pay differentials between 
nationals and non-nationals in Gulf States could serve such an objective. 
Taxing the employers for importing foreign labour is another means (see 
Sankok's, 1981) . The case studies ( see chapters 7 and 8) specifically
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consider the extent to which private sector employers have proceeded with 
Kuwaitisation in their organisations.
Government service in Kuwait, by providing high remuneration in 
secured, guaranteed, undemanding administrative and clerical jobs, makes it 
difficult to develop appropriate incentives to draw Kuwaitis into 
productive jobs, that are currently being performed by non-Kuwaitis in 
both the private and public sectors. This may even have been exacerbated by 
the government directives on Kuwaitisation to the public sector as this 
encourages public bodies to compete for Kuwaitis with remuneration which 
the private sector can only justify for a few high profile positions or 
jobs reserved by law for Kuwaitis. A Kuwaiti graduate with 3 children would 
be placed in the scale of KD 520 - 570 in the Ministry of Public Health, KD 
777 to 1002 in the Kuwaiti oil company and KD 250-450 in the private sector
i.e. (Al-Ghanim Industries).
The link between effort and reward has been so severely eroded in the 
Kuwaiti public sector which has created a strong disincentive for Kuwaitis 
to work in the private sector. The government, with direct control over 
public sector pay and conditions, as well as the power to impose employment 
taxes on expatriates, has the power to ameliorate these problems, though 
the short-term political reaction might be adverse.
5.8 Legislation and Kuwaitisation
1. Immigration Laws
Tightening immigration policies to reduce the influx of unproductive 
or sometime unnecessary foreign labour remains one of the most important 
weapons. Experience from the Western world has shown, beyond any doubt, the 
effectiveness of controlling immigration by imposing strict measures to 
halt the inflow of unwanted foreigners into the country.
In 1982, the government undertook a major evaluation of its expatriate 
labour policy. At the time, the Manpower Control Department in the 
Ministry of Social Affairs and Labour estimated that about 3,000 illegal
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other Arab immigrants were entering the country each month. In 1982, 
illegal residents and undocumented workers were given two months to 
regularise their papers or leave the country. An estimated 50,000 workers 
were deported in the following months, and during 1982-83 the government 
arrested about 600 Kuwaitis sponsors for employing 1500 illegal aliens.
In 198 6 only employees earning above a certain thresholds (i.e KD 450)
were permitted to bring wives and children to Kuwait. Despite these
measures, trading in work permits is pervasive and many foreigners, who are
actually not required by their sponsors, may find their way easily to
Kuwait. The Assistant Under-secretary of the Ministry of Social Affairs and
Labour pointed out that:
" A lot of foreign workers are imported to Kuwait by a private 
employer because be/she has the trading licence and the Ministry 
cannot refuse his/her demand for labour. The Ministry only estimates 
labour requirement. "
He further added,
" The labour market in Kuwait is unknown because of domestic workers 
and dependents imported through the Ministry of the Interior. 
Further in my own judgement not all available labour in Kuwait is 
needed, and about 60% are non-productive workers."
Therefore, these control measures now operate concurrently with the 
country's continued demand for, and dependence upon, imported labour. This 
demand is manifested in the rise of the number of new residence permits 
issued and permit renewals. The combined total of both has risen above 
184,000 annually since 1982^. Thus, labour importation continues, despite 
the government announced programme of Kuwaitisation and these strict 
measures to control immigration.
2. Trading Licences and work permits.
Kuwaitis not in formal employment who have sufficient resources to run 
a project, have the right to acquire a trade licence enabling them to carry 
on business and employ staff. Although the trading sector accounted for 
only 8-13% of GDP during the period 1980-1985, the non-Kuwaitis in this
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sector account for 15% of the overall expatriate labour force and 20% of 
non-Kuwaitis in the private sector.
The Ministry of Commerce is responsible for issuing trade licences in 
accordance with the Ministry Act no. 32/1969. The total number of licences 
issued was 13,500 in 1980 and 44,200 in 1985^. The majority of these 
licences are in the areas of trade, construction and manufacturing, with 
more than 392,000 residence permits issued for the first time, of which 54% 
were for cheap and largely unskilled East-Asian labour. The Five Year 
Development Plan recommended that total licences should not exceed 46,000 
by 1989/90 but available evidence shows that by 1989 more than 128,000 
licences have been issued. A question was put to the head of the licence 
Department whether the labour market needs all these work permits. His 
response was that:
"The Department's duty is to issue licences according to the Act, 
and cannot reject any demands if the conditions are met. 
Furthermore, the Department is not involved in any estimate of labour 
implications for any licence, and there is no coordination with the 
Ministry of Social Affairs and Labour. "
He added,
"Xn my personal view, I think these licenses are in excess, given the 
limited size of the local labour market, as also difficulties 
connected with importing foreign labour, e.g. Cultural, Social, 
Political and Economic problems."
The foregoing demonstrates a lack of coordination between the 
Directorate of Manpower Planning, the Ministry of Social Affairs and Labour 
and the Trade Licensing Department. Policy decisions are needed in this 
respect and issuing of trade licences must be part of the comprehensive 
plans to achieve wider socio-economic objectives such as Kuwaitisation.
5.9 Education and Training System.
Development programmes demand various quantities and qualities of 
skills and quality of the labour force is a key factor in economic growth. 
The most effective (and perhaps rational) way of promoting the required 
labour force is through education and training systems. Traditionally, and
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for historical, economic and political reasons developing countries had not 
started educating their people until very late. For example, the first 
secondary school in Kuwait was established in 1953 for boys and in 1954 for 
girls. The apparent shortage of educated and/or skilled labour is 
obviously a consequence of the neglect of education in the early days. In 
Sudan and Sierra leone, as we found in Africanisation, one of the major 
difficulties encountered of Afrcianisation was the scarcity of skilled and 
educated manpower and the surplus of unskilled labour. Immediately after 
displacing foreigners, many African countries realised that they lacked 
qualified personnel in many areas of public and business administration. 
They had to send their own people abroad for training, ironically to the 
same countries from where expatriates had been brought in the first place.
The education and training system is a key policy instrument to promote 
Kuwaitisation, and there has been heavy investment in schools, teachers and 
materials. However, as shown in chapter 3, the system at present is 
suffering from deficiencies and problems. Some observers argue that the 
orientation of the system is not sufficiently practical and creates
graduates who are of low quality (Adel, 1975). Also, they believe that the 
system is not geared towards producing the skills actually needed for the 
development of the country. A1 Tarrah (1983) criticised the Kuwaiti
education system for being geared to producing civil servants, for
emphasising learning by rote rather than analysis, for over-emphasizing
humanities and social sciences, and for presenting a university degree as 
the apogee of educational activity, thus devaluing technical and vocational 
options. Table (5.7) shows that the proportion of science graduates from 
Kuwaiti university has drifted from 17% in 1980/81 upto 20 % in 1984/85 and 
back to 13.5% in 1987/88. Only 261 science graduates qualified in 1987/88, 
an increase of 36% over seven years. The case studies in chapter 7 & 8
confirm that the Kuwaiti economy is suffering because vocational training 
and science education are not attracting sufficient young people. Table
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(5.8) indicates that the science stream dominates, with 53% of students in
the final stage of secondary school in 1988/89, although it has been
explained by Assistant Under-secretary of Education that:
"Many students take the science stream not because of their intention 
to study science at university but because it is easier to find a 
university place through the science option."
Therefore large numbers of university arts students have a science
background.
Thus, the pressing need for skilled and professional manpower in
Kuwait means that a substantial change in the educational and training 
programmes is urgently required. Hosni and Al-Qudsi (1986) pointed out
that, education and training systems should be geared towards meeting the
needs of the labour market, something which would require a conscious
policy shift.
The presence of foreign qualified labour represent an opportunity to
train nationals. This has been termed "counter-training" system. Ginsberg
and Smith (1967) noted that:
"The relationship between the indigenous and foreign labour should be 
utilized to fill in the gaps of skills, while in the mean time active 
efforts are being made to promote the native capabilities to 
eventually replace the foreign labour force. This can be done through 
specialised institutions and by requiring the foreign labour force to 
train nationals for replacement."
The case studies indicated that counter-training has been used in some
organisations. This is an area that deserves more attention and it must be
institutionalised and organised. In this regard it might be possible to
offer fiscal incentives or grants to employers and expatriates who
successfully replace a non-Kuwaiti with an internally trained Kuwaiti at
the end of the former's contract period. In some African countries, work
permits are only granted in respect of certain positions if the training of
a national is specified in the job description.
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5.10 Conclusion
There has been a good deal of literature on the labour migration in the 
Middle East in recent years (see Saragldin et al,1985). This literature has 
concentrated on the fact that migration has completely changed the 
demographic and labour force structure of these countries. For example, in 
1975 Kuwait had a population of which nearly 53% were non-nationals and a 
labour force of which 70% were also non-nationals (see table 3.5 and 3.9 in 
chapter 3) . By 1988, the corresponding percentages of the non-nationals 
increased to 61% and 82% respectively. Thus, recent trends reveal that 
there has been no replacement of foreigners by indigenous labour.
The dominating variable would seem to be the twin problems of the 
nature of the Kuwaiti workforce as defined by quality of skills, and the 
lack of incentive to participate in regular employment, together with the 
sheer inadequacy of the size of the Kuwaiti labour pool to meet the claims 
made upon it. This had led many observers to believe that dependence on 
foreign labour can not be short-term and may well continue for many years.
Most of the reasons which brought expatriates in the first place are 
still there, and only their removal will make policies such as 
Kuwaitisation possible.
In 1980s, undoubtedly new realities have emerged. There is a slow-down 
in the economy and many social, and economic problems associated with the. 
presence of large numbers of foreigners in the Oil-producing countries, 
have gradually began to surface: Kuwaitisation policy is an example of the 
moves in Gulf States to tackle these problems. However, many questions 
remain unanswered. For example, to what extent will replacement be 
possible? What are the major areas which require policy decisions to reduce 
magnitude of dependence on foreigners and to enhance reliance on 
nationals?. This chapter is an attempt to shed light on these questions.
Analysis indicates clearly that manpower planning at the national level 
is inconsistent with the government macro-plan and not well thought out.
The Five Year Development Plan, upto 1990, has made some projections 
regarding labour supply of and demand with specification the number of 
Kuwaitis to join the labour force. The plan was to increase the share of 
nationals in the labour force to almost 24% by the end of the plan (see 
table 5.1). However, experience has shown that Kuwaitis' share has dropped 
from 22.6% in the base year of the plan (1984/85) to 18% in December in
1988 (see table 3.11 in chapter 3). Thus, the plan has not just failed to
introduce improvements, but has even failed to maintain the status quo, 
implying that it has not been properly implemented or followed up.
Rationalisation and automation have not been seriously considered as 
measures to realise Kuwaitisation. The point made by the General Manager of 
the KIA indicates the possibility of using investment decision for 
Kwuaitisation purposes. In an attempt to re-structure the demographic set­
up of the country the government encourages early marriage of Kuwaitis and 
more child bearing , by giving financial incentives. However, this measure 
does not seem to have produced positive effects as evidenced in the fact
that the share of those in the age group 0-14 has dropped from 49.4% in
1975 to 47.8% in 1988 (see table 3.6 in chapter 3). As for naturalisation, 
it can be categorically said that it has never been used, and the Minister 
of Planning made it clear that they do not entertain the idea of giving the 
Kuwaiti citizenship to non-Kuwaitis, although the measure is recommended in 
the plan.
There are positive signs of more female participation in the labour 
force. However, the progress achieved in this regard is not satisfactory 
particularly in the circumstances of the high demand for national labour. 
Given that the majority of the population (47.8%) are in the age group 0- 
14, the likelihood is great that females are deterred from joining the 
labour force by the need to look after the children due to the lack of 
child care and nursing facilities in the workplace. The chapter also 
indicates that conservative families are reluctant to allow their female
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members to join the labour force. As for education there is evidence to 
show a positive correlation between the level of education and female 
participation in the workforce. Education could also be used to enlighten 
people and change their attitudes towards female employment.
The retirement laws seem to contribute negatively to Kuwaitisation, as 
they provide incentives for people to leave work at an early age. So does 
the lack of employment incentives in the private sector where neither pay 
nor working conditions are attractive for Kuwaitis. The government 
legislations regarding immigration and the issue of trading licence do not 
seem in line with the declared policy of curbing the influx of foreign 
labour, particularly, non-productive labour. This does not help to achieve 
the targeted balance in population by the year 2000. Although education and 
training systems can be used to promote Kuwaitisation by producing the 
right kind of people required by the labour market, there is no evidence to 
suggest that this is the case in Kuwait, as the content of the educational 
system is short on the technical and vocational specialities badly needed 
by the country, .and high on the social sciences, demand for which is not 
that pressing.
To conclude, there are many obstacles to Kuwaitisation. Immediate 
policy decisions are required in many areas to remove the existing 
structural deficiencies in the systems, policies and legislations adopted. 
Having considered the major issues at the national level, the next chapter 
provides description and analysis of initial case studies as a first step 
to take the discussion on the Kuwaitisation to the micro level.
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Table (5.1) Balance of labour force in Kuwait by occupation and nationality 
during the five year Development plan.
Occupation






Supply Demand Difference Total Non- 
Kuwaiti
Managers 4 Supervisors 44020 18580 25440 24405 20165 44570 55660 11090 31555
Adminsitrative staff 9130 1350 7780 2895 6215 9110 12610 3500 9715
Engineers 12300 1310 10990 2200 8830 11030 15680 4650 13480
Technicians 28420 6540 21880 9250 18665 27915 35780 7865 26530
Other professionals 49270 15450 33820 23925 27810 51735 64505 12770 40580
Clerical workers 77630 34360 43270 40200 31540 71740 88900 17160 48700
Sales staff 6600 2320 4280 2810 3670 6480 7630 1150 4820
Service staff 99106 36226 62880 38131 43450 54645 83095 28450 71900
Production Workers 
4 labourers
239284 11924 227360 15464 113680 154100 300680 146580 260260
Total 565760 128060 437700 157300 274025 431325 664540 233215 507240
Source: Five year plan 1985/86 - 1989/90 Part I table 5-6 pl09














1. Agriculture 97 20 61 99 46 1636 1945 3904
2. Winning & Quarring - - - - - - - -
3. Manufacturing 721 181 442 498 134 17 7347 9340
4. Construction 2160 337 769 406 1354 22 13530 18578
5. Trades 3044 1698 2895 6247 5990 69 20491 40434
6. Transportation 272 114 378 96 342 5 3044 4251
7. Finance 640 212 721 67 397 6 690 2733
8. General & Social 1513 167 455 415 2557 19 5907 11033
service
Total 8447 2729 5721 7828 10820 1774 52954 90273
Source: Annual Statistical Abstract in 1988 Table 170 p.170
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Table (5.3) Trends for Kuwaiti female participation
1975-1988.
Year Kuwaiti female 
above 15 years
Kuwaiti female in 
the labour force
X
1975 120,117 7,477 6.2
1980 147,311 14,172 9.6
1985 179,582 24,803 13.8
1988 198,906 33,845 17.0
Source: H.P. CSO Annual Statistics Abstract,
1988 table 128,130 pl36,138 and Public 
Authority of Civil Information (PACI) in 1989.
Table (5.4) Kuwaiti female in the labour force by age group in 1985
age
group
population labour force participation
rate
X of female labour 
force in the age group
15-19 37882 357 0.9 1.4
20-24 31908 5664 17.8 22.8
25-29 26557 8693 32.7 35.1
30-34 20651 5681 27.5 22.9
35-39 16395 2864 17.5 11.5
40-44 12517 867 6.9 3.5
45-49 9825 390 4.0 1.6
50-54 7434 170 2.3 0.7
55-59 5053 78 1.5 0.3
604 11360 39 0.3 0.2
Total 179582 24803 13.8 100.0
Source: H.P. CSO Annual Statistic Abstract, 1988 table 33,125 p49,134
Table (5.5) Kuwaiti females in labour 
force by education status in 1988.
No X
Illiterate 785 2.3
















Insured retired Total X of retired
less than 31 46272 31 46303 • 0.1
31-40 33049 986 34035 2.9
41-50 10722 4498 15220 29.6
51-60 2727 6711 9438 71.1
61+ 779 6899 7678 89.9
Total 93549 19125 112674 17.0
Source: The Public Institution for Social Security, 1989.
Table (5.7) Kuwaiti graduates froi Kuwaiti Universtiy 1980/81-1987/88




Hale Feiale Hale Feiale
1980-81 74 118 377 556 1125 17.1
1981-82 51 159 370 603 1183 17.8
1982-83 42 177 361 607 1187 17.6
1983-84 53 144 298 546 1041 18.9
1984-85 71 190 394 625 1280 20.4
1985-86 71 189 479 687 1426 18.2
1986-87 97 205 636 956 1894 15.9
1987-88 99 162 728 938 1927 13.5
Source: H.P. CSO Annual Statistical Abstract 1986 table 305 p353, 
1988 table 343 p404
Table (5.8) Kuwaitis students in 
secondary school (final stage) by 
specially 1988/89.











Total 3570 3048 6618 100.0
Source: Ministry of Education,
Statistical Departient 1989.
Footnote
1) Five Year Development Plan (1985/86-1989/90) parti table 1.4 
p83
2) Annual Statistical Abstract, Ministry of Planning, Kuwait, 
1988 table 170,171 ppl70-171




The Kuwait National Petroleum Company (KNPC) and Commercial Bank of
Kuwait (CBK) were chosen to represent the public and private sector
respectively. The two case studies will be used to generate relevant
hypotheses, to be tested in a large sample, (see chapters 7 and 8) . As
Hagg and Hedlund (1979) warn, it is important to be clear why the specific
cases used should be selected:
"The reason for getting involved with this or that case can often be 
vague and the choice beyond the control of the researcher. The same 
applies to what is exposed to us as problems by people in an 
organisation. There is thus risk of just falling into cases without 
really knowing why, and specially so fields of applied science. . . In 
any kind of research using case studies, the reasons for and 
especially the implication of the choice of the particular cases 
should he clearly and explicitly stated.
The reasons behind the choice of these two cases are discussed in the 
chapter 4 (i.e methodology).
6. A KUWAIT NATIONAL PETROLEUM COMPANY (KNPC) CASE N0.1 
6.A.1 Introduction KNPC
The Kuwait Petroleum Corporation (KPC) was established to serve as an 
umbrella for four state owned oil companies undertaking different 
activities in the oil sector:
1. Kuwait Oil Company (KOC), oil exploration and production;
2. Kuwait Oil Tankers Co., (KOTC), marine transport operations for crude 
oil, petroleum products and liquefied gas;
3. Petrochemical Industries Co., (PIC), petrochemical products and 
fertilizer manufacturing and marketing; and,
4. Kuwait National Petroleum Co., (KNPC), oil refining, gas processing and 
local marketing for petroleum products.
1̂ 1
KNPC was established in 1960 as a joint venture company between the 
government and the private sector. In 1974 it came under full government 
ownership as part of the full nationalisation of the oil activities.
As shown in figure (6.1), the High Council for Oil is the body 
responsible for setting policies regarding oil wealth to ensure its 
conservation, optimum rate of export, and development.
The oil sector is directly or indirectly affected by a number of 
factors. Locally; by political decisions, such as free oil supplies to some 
countries, and economic decisions, such as the rationalisation of 
government expenditure. Internationally; the world economic climate, 
production ceilings set by OPEC and fluctuations in oil prices all affect 
the oil sector directly. These conditions ultimately have an impact on KNPC 
and its affiliated companies.





(The managing directors of the four active companies form the board of 
KPC) .
6.A.2 Workforce in KNPC
1. Numbers and nationalities
Data on the size of KNPC workforce by nationalities was available 
since 1982, see table (6.A.1) . By April 1988, Kuwaitis represented 39.2% 
following the growth over the last seven years in the number of Kuwaitis by
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110%, in comparison with the moderate increase of 13.6% for non-Kuwaitis. 
This increased labour demand was consequent upon the construction of two 
new refineries in 1984, the expansion in existing refineries in 1985, 
expansion in liquefied gas production in 1986, and a steady increase in the 
number of petrol stations over the period. The increase in Kuwaitis was 
attributed to the company policy of Kuwaitising the refinery operators as 
well as engineering, technical and administrative jobs.
Among the non-Kuwaitis the number of Asians increased by almost 60% in 
comparison with a 4.6% increase among other Arabs and a 37.8% decline among 
European and Americans. One major reason for such a shift in the structure 
of non-Kuwaiti workforce in the company, was reported by the Personnel 
Manager to be:
"the readiness of Asians to accept low-grade pay offers well below 
the reservation wage of many Arabs with similar qualifications and 
experience"
2. Workforce by sex
Table (6.A.2) indicates that females represent just 3.3% of the total 
workforce in KNPC. The low proportion of women can be attributed to the 
nature of the jobs available, mostly unsuitable for women, shift work 
(labour laws articles 23,24 of 1964 precludes women from night shift work 
and work that involves any danger), the remoteness of KNPC refineries, and 
lengthy working hours (e.g 8 hour per day) . Most of the females are 
clerical staff (85.2%), see table 6.A.3.
The share of Kuwaiti women is very low even in clerical and 
administrative jobs and their proportion of the total female population is 
about 16%. The Director of Manpower planning and Development pointed out 
that:
".Kuwaiti women are reluctant to accept secretarial, and typing jobs. 
In addition, some departments in KNPC prefer Kuwaiti males. Further, 
jobs acceptable to Kuwaiti women such as clerical, administrative and 
data entry are limited."
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Table (6.A.3), however, suggests that there is scope for Kuwaiti 
females to replace male and female non-Kuwaiti clerical and administrative 
staff.
3. Workforce by occupation
The occupational distribution of the workforce defined by category is 
shown in table (6.A.3). This shows that Kuwaitisation is broadly spread 
with the lowest proportion of nationals being in clerical positions (24.6%) 
and the highest in trainees (100%) and management (69.2%). The company 
employs 699 Kuwaitis as skilled and semi-skilled manual workers, 34.8% of 
the total in these categories. This was attributed by a senior official to 
KNPC's policy of Kuwaitising the refinery workers.
It is notable that clerical and semi-skilled staff together account for 
a high proportion of the workforce (33%) but have the lowest proportion of 
Kuwaitis. This implies the possibility of reducing the numbers of non- 
Kuwaitis by introducing automation and/or computers.
Kuwaitis represent 30% of all unskilled workers and are mostly employed 
as car drivers, guards etc. Such Kuwaitis are promised promotion to higher 
grade jobs when vacancies occur. The low percentage of Kuwaitis can be 
attributed to the fact that most of these jobs are 'menial' and 
unacceptable to Kuwaitis. KNPC has 222 Kuwaiti trainees on its pay-roll 
(157 in the KPC training centre and 65 undertaking training outside the 
company, whether in Kuwait or abroad). These are recruited under a special 
training system to prepare potential staff for the company. This will be 
discussed in more detail in section 6. A. 4.3..
Table (6. A. 3) also shows that more than 85% of KNPC females are 
clerical staff, but there are 9 female supervisors of whom 8 are Kuwaitis.
4. Workforce by age structure
Table (6.A.4) indicates that Kuwaitis in the company are generally 
young, with almost two thirds being less than 30. Furthermore, Kuwaitis 
account for 74% of all workers under 30. This clearly reflects the KNPC- 
policy to recruit young Kuwaitis, since the refinery needs no extensive 
experience, but simply a secondary school certificate plus a two year 
training course. Kuwaitis represent a very small proportion in the age 
group 40 years and over (ie 4.9%). This can be attributed to the fact that 
Kuwaitis have been recruited in considerable numbers only in recent years, 
coupled with early retirement of Kuwaiti staff, who are granted large 
leaving benefits and pensions, once they have reached the age 45, or have 
20 years of service.
Non-Kuwaitis are concentrated in the age group 35 years or above (i.e 
65%) as they are normally required to have previous experience. There are 
207 non-Kuwaitis aged 55 and over, indicating, an opportunity to Kuwaitise 
as they reach retiring age. In response to an enquiry about steps being 
taken in this direction, the Director of Manpower Planning and Development 
pointed out that:
"The company is preparing to replace some of them by qualified 
Kuwaitis during the company’s five year plan ending in 1990/91"
5. Workforce by length of Service
From table (6.A.5) it is seen that about 60% of total Kuwaitis have 
been employed at KNPC 5 years or less. This reflects the recent company 
policy of recruiting Kuwaitis. Nearly 57% of recruits during the last two 
years are Kuwaitis. In the more experienced groups Kuwaitis represent a 
very low percentage, confirming what has been said in respect of table 
(6.A.4) regarding early retirement.
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6.A.3 Manpower Planning in KNPC
The KNPC's definition of Manpower Planning was established. In an
interview with the Director of Manpower Planning and Development, he
asserted that manpower planning for KNPC is currently designed:
"To draw up necessary plans to replace non-Kuwaitis with qualified 
Kuwaitis and to follow the implementation of such measures. "
The company for the first time, designed a five year plan to be 
implemented during 1986/87 - 1990/91. The plan is intended to achieve a 
target of 55.2% Kuwaitisation by the end of the plan period. The KPC 
requirement was 50% Kuwaitisation over the five years, but KNPC believes 
that it can achieve the higher target. Such belief appears to stem from the 
fact that petrol stations will be fully automated during the five years 
with a consequent significant reduction in non-Kuwaitis. Moreover, some 
of these stations will be contracted out. This may increase the share of 
Kuwaitis in KNPC, though from the national point of view it does not help 
the Kuwaitisation problem . This issue needs to be investigated thoroughly 
in the seven organisations that constitute our main case studies.
Kuwaitisation is succeeding, see table 6.A.1, but a target of over 50% 
will be difficult to attain by 1990/91. It must be noted that the 
relatively higher pay and better terms of employment in oil activities in 
general could be a facilitating factor in attracting Kuwaitis from other 
sectors. Again, such a tendency will obviously increase the Kuwaitis'* 
share in the oil sector, but perhaps at the expense of other sectors, thus 
leaving the overall situation unchanged.
1. The Manpower planning Process
KPC sets general guide-lines for manpower targets to be achieved during 
a certain period, currently within the Government Five Year Development 
Plan (1985/86-1989/90) . These guide-lines include:
i. The achievement of 50% of Kuwaitisation,
1̂ 6
ii. Training Kuwaitis to replace every expatriate approaching retirement 
age,
iii. Provision of vacancies for Under Development system (UDs) Graduates ,
iv. Adherence to government employment policy, and
v. Recruitment, development and training should be carried out so as to 
further the objective of Kuwaitisation.
The top management in KNPC accepts these guide-lines as an integral 
part of corporate planning and asks the Personnel Manager to prepare the 
manpower plan.
The technical work is carried out in the Manpower Planning and
Development Department which asks the heads of various departments to 
prepare their requirements, for the ensuring and for the next five years. 
These proposals are coordinated, adjusted and modified in the manpower 
planning and development department and the final plan for the company is 
prepared on a yearly basis, for the full five years, and presented to top 
management, who may make amendments, and subsequently submitted to KPC for 
final approval. Once it is approved, the Personnel Manager is responsible 
for implementation and follow up. Officials in the Personnel department
were reluctant to disclose full details of the current manpower plan.
Moreover, it is understood that demand forecasting is determined largely on 
the basis of expected workload. No proper scientific method of forecasting 
is in use and usually rough forecasts are made according to the informed 
estimates of experienced senior officials.
2. Difficulties of the Manpower planning process
Interviews with the responsible official (i.e the manpower planning 
supervisor) revealed the following major problems currently impeding 
attainment of adequate manpower planning:
a. Manpower information is fragmentary in departments. As a result,
proposals made in these departments are, at best, based on rough estimate.
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b. Leave for compulsory military service represents a major problem at 
present to manpower planners in KNPC particularly among trainees.
c. Recruitment of some personnel from certain nationalities may not be
acceptable to the Ministry of Internal Affairs for political reasons.
d. Related to c) was the reluctance of some overseas workers, particularly 
from European, American and Asian countries to come to Kuwait because of 
the Iran-Iraq war which directly affected the security of oil 
establishments.
e. Supply problems of technically qualified Kuwaiti manpower.
f. The fact that the actual manpower planning is carried out at the
departmental level creates the chance of inconsistencies. For example some
departments may overestimate their requirements, or try to upgrade some of 
their vacant posts not necessarily in line with work requirement.
6.A.4 Personnel Functions in KNPC
1. Recruitment & Selection
During the year 1987, 291 Kuwaitis and 275 non-Kuwaitis were recruited, 
a slight improvement compared to 1985 when 256 Kuwaitis and 277 non- 
Kuwaitis were taken on. There are separate recruitment and selection 
processes for the two categories:
a. Recruitment procedures for the Kuwaitis
There are four sources of Kuwaiti recruits:
1) Recruiting from the accumulated applications (normally not more than 
100-150) for work in KNPC. The majority of these applications are for 
administrative posts.
2) Advertisements in local newspapers, if the required manpower cannot be 
obtained from applications.
3) Other petroleum companies. There is an agreement between the oil 
companies to transfer redundant labour to companies where it is needed.
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4) Informal sources; managers and other staff may be asked to recommend 
people they know to be qualified for recruitment.
The recruitment unit screens applicants and send the remaining details
to the relevant departments to conduct interviews. Usually there are two
interviews, one from the department and another from the recruitment unit.
The main objective of the interview is to assess the candidate's judgement
and other personal characteristics. Some departments carry out aptitude
tests. The Recruitment Supervisor pointed out that:
"Aptitude tests are widely carried out for posts with the exception 
of unskilled and semi-skilled jobs."
b. Recruitment procedures for non-Kuwaitis
Currently, there is a recommendation by KPC to be strictly followed in 
KNPC, that priority for recruitment in any job is for Kuwaitis; Non- 
Kuwaitis may be recruited only if there is no suitable Kuwaiti applicant. 
Recruitment of foreigners in recent years has concentrated on Asians. For 
the reasons stated by the Personnel Managers as follows:
"This is motivated by three factors: ability to do all sorts of jobs 
particularly technical, secondf they are relatively cheaper than 
Arabs, and accept lower graded jobs, and finally, political 
considerations. Asians are regarded as less problematic. "
The expatriate recruitment process is usually accomplished in the 
labour exporting countries. KNPC representatives travel to those countries 
and, either through advertisement or through the local employment agencies, 
recruit and select potential employees. Recruitment of expatriates involves 
considerable expense, although no detailed calculations are made. 
However, the Personnel Manager suggested that such costs vary according to 
the place of recruitment, type of recruits, fees payable to employment 
agencies and it could cost £300-500 to recruit a technician from India.
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C. Difficulties of the Recruitment Process
The Recruiting Supervisor revealed that some problems face KNPC in the 
recruitment process including:
1. The local market does not meet company requirement, more specifically in 
the mechanical and chemical engineering field.
2. The problem of compulsory Military service.
3. Some KNPC departments are reluctant to have inexperienced Kuwaiti staff 
and do not accept Kuwaiti female employees.
4. Intervention by the Ministry of Interior in the employment of some 
nationalities.
2. Contract of Employment
The KNPC contract of employment consist of 16 articles, detailing job 
title, duties, date when continuous work starts, probationary period of 100 
days, rate of pay, allowances and overtime, holiday arrangements, strict 
observation of explicit and implicit terms of the contract, and termination 
of the contract.
There are various types of contract, some on a yearly basis but 
renewable unless terminated by one of the parties. Some contracts for non- 
Kuwaitis run for two years only, as temporary replacements for Kuwaitis 
meeting their national military service obligation. The contract of 
employment is determined by KNPC without any legal commitments or financial 
obligations on expiry.. For example, the contract does not include any terms 
for redundancy payments, although non-Kuwaiti employees are paid final 
bonus entitlements amounting to one and a half months salary for every five 
years of service.
3. Training
KNPC operates two special training systems to prepare potential Kuwaiti 
staff, a) the KPC training centre and b) the 'Under development' system.
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A. The Training Centre:
KNPC established a special training centre in 1965 which later became 
part of KPC training centre. Kuwaiti intermediate school leavers were 
recruited to be prepared over a two year period to fill vacancies and to 
replace non-Kuwaitis. Up to 1987 there had been 1726 Kuwaiti graduates from 
the training centre with a variety of specialisations such as refinery 
operator (1186), Lab tester (108), petrol station inspector (183), and 
maintenance worker (249) . However, in recent years, following the expansion 
of the education system, trainees are now recruited from secondary school 
leavers. On average KNPC has recruited 150-200 trainees each year during 
the last decade. KNPC has now 157 trainees at the Training Centre, 81% for 
refinery operations while the rest are lab testers, computer operators, 
quality controllers, and draughtsmen.
Several factors have contributed to the success of the KNPC training 
scheme. First, all the costs of the scheme are met by a special grant from 
KPC to KNPC; Second, generous financial incentives are paid and each 
trainee receives a training allowance (salary) of KD 200 per month in the 
first year and KD 250 per month in the second year.
B. The Under Development system (UDs)
This is the other system whereby university . Kuwaiti graduates are 
brought in to be trained over three years and eventually either fill vacant 
posts or replace non-Kuwaitis. The system started at the beginning of the 
Current five year plan. In December, 1987 the number of graduates in the 
scheme was 102. These trainees are immediately placed in classified jobs on 
full pay for counterpart training with a non-Kuwaiti. There are 
opportunities to expand the UD system. For example, it has been reported 
that there are currently 243 vacant places in the scheme needing to be
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filled with graduate engineers, but there are not sufficient Kuwaiti 
graduates with mechanical and chemical engineering degrees to fill them.
Some KNPC workers may require training which can not be provided 
within the country. Thus, firemen are usually sent to UK, engineers to 
America, and others to different places. There is also a special 
arrangement between KNPC and the college of Applied Technology in PAAET 
where the latter provides special courses for some students in KNPC, mostly 
mechanical and chemical engineering personnel.
Further, KNPC offers management development programmes both locally and 
abroad covering a wide range of skills. The managers can be broadly 
divided into two categories, those in the administrative side and those on 
the technical side and both groups are trained accordingly.
4. Workforce by Grade, and Wages and Salaries
KNPC adopts a grading system from 1, for unskilled manual workers, 
upto the top grade of 16 for management posts. Table (6.A. 6) shows the 
grade and the number of employees in those grades. Predictably, the highest 
concentration of Kuwaitis is in the management grade, almost 58% in grade 
14-16. Also, Kuwaitis represent a significant share in the middle grade 5- 
10 (46.6% in grade 5-8 and 42.6% in grade 9-10) .
KNPC was reluctant to disclose information about its pay scales for all 
grades and it allowed information for only grades .6 (usually clerical and 
skilled manual workers) and 8 (technician workers) . It is accepted that 
the oil sector pays high wages. The basic pay and level of allowance vary, 
according to nationality, marital status, and the position in the 
incremental steps of the pay scale. In addition to the basic salary, 
employees are paid housing allowance, cost of living allowance, transport 
allowance, and social allowance (non-Kuwaitis are excluded).
The most important aspect of salary differentials between Kuwaitis and 
Non-Kuwaitis, is the social allowance. An unmarried Kuwaiti in grade 6
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receives KD 90 per month as a social allowance. For the married Kuwaiti,
an extra KD 60 per month is paid plus KD 30 for each child for any number
of children. The non-Kuwaiti is totally excluded from social allowances.
The resultant pay differential can be exhibited by a hypothetical example:
Married Kuwaiti and non-Kuwaiti males appointed grade 6 and who both have 3 
children:
Kuwaiti Non-Kuwaiti
min max min max
Basic Salary 167 270 167 270
Housing
allowance 135 135 135 135
Cost of living
allowance 49.2 49.2 49.2 49.2
Transport
allowance 32 40 32 40
Social
allowance 150 150
Child allowance 90 90
Gross pay 623.2 734.2 383.2 494.2
The differentials at scale minimum 623.2 =1.626
383.2
The differentials at scale maximum 734.2 = 1.486
494.2
For grade 8 the differential at the minimum is 52.7% and 38.6% at the
maximum. These numbers suggest that Kuwaitisation can increase wage bill by 
some fifty percent.
KNPC provides generous fringe benefits to its all staff, Kuwaiti and
non-Kuwaiti, such as 30 days annual leave, free medical treatment, air
tickets every two years (with wife and four children below 19 years) and
insurance. The Superintendent of wages, when asked about the total costs of 
fringe benefits in relation to the total wage bill, replied:
"The company usually does not estimate that, but in my experience it 
does not exceed 10-15% of the annual salary bill.”
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5. Labour Wastage
Labour wastage may be measured by the labour turnover index.
We adopted a definition of turnover recommended by Bradley 
( 1986), that is,Instability Rate=
Number of workers who leave during the period
------------------------------------------------------------ X100
Stock of workers at the beginning of the period
As shown in table (6.A.7) the aggregate turnover rate fell slightly 
from 4.5% in 1983 to 4.1% in 1987. Among Kuwaitis, it has fallen from 8% to 
2.6% while for non-Kuwaiti it has slightly increased from 3.3% to 4.9%.
For Kuwaitis, the fall in the turnover rate reflects the general 
movements in the national economy. In the early 1980s, job opportunities 
were abundant in the flourishing Kuwaiti economy. In the last couple of 
years or so employment opportunities have contracted considerably in view 
of current economic problems, particularly in the aftermath of the collapse 
of Souk Al-Manakh. For non-Kuwaitis the increase in the turnover rate 
reflects the increased numbers of staff made redundant for Kuwaitisation 
purposes, the increased numbers of leavers because of the war in the 
region, and the availability of better work opportunities in other 
neighbouring Gulf States. It has been further reported that the highest 
rate of turnover is currently among the technicians.
Redundancy Policy
It was made clear that only non-Kuwaiti staff are normally made 
redundant. Reasons causing redundancy include:
i. Reorganisation of the work,
ii. Replacement of a non-Kuwaiti with a UD graduate
iii. Unsatisfactory performance, and
iv. Criminal charges against the employee.
Redundancy payments are made only if the employee is made redundant during 
his first year of service but after the three months experimental period.
I6*f
No other employee, whatever his length of service receives any payment for 
redundancy. It is sufficient to give one month's notice.
Retirement Policy
The retirement age for Kuwaiti males is 60 years, or 20 years, service 
with a minimum age of 45 years not necessarily in KNPC. For Kuwaiti 
females, 15 years service or 45 years of age. Retirement is voluntary for 
Kuwaitis and the KNPC can not fire employees because they have reached 
retirement age. No data was made available to indicate the number of 
Kuwaiti personnel retiring in the last five years. Pension are payable by 
the Public Institutions for Social Security. KNPC contributes 10% of the 
pay of each employee during his service.
For non-Kuwaitis, the retirement age is 60 years and his contract of 
employment is automatically terminated. Nevertheless, some of these 
expatriates may be retained, because of the pressing need for their 
services and general supply and demand conditions. Figures provided by the 
Personnel Manager suggest that in 1985-87, 107 expatriates had been
replaced because of the age factor and a further 77 are expected to be 
replaced by the end of the company's five year plan (i.e 1990/91).
6. Performance Appraisal
There is a standard performance appraisal report completed by immediate 
supervisors at the end of each year. Its objectives are to determine the 
employees' need for training, judging eligibility for promotion and 
discipline. The written report has to be disclosed to the employee 
concerned, and he has to sign it. It has also to be endorsed by the next 
senior post.
There is also another report, specifically for the Kuwaiti managerial 
group to assess their career path from middle-management to senior 
management. The factors of appraisal in this report include, knowledge,
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adaptability, skills, sense of responsibility, breadth of outlook, and 
anticipation. This report must be compiled by the Division Head and 
approved by Head of Department. Action required is taken by the training 
and career development committee.
In addition to the annual reports, heads of sections have to provide a 
brief report of their employee's performance every three months to the 
heads of departments.
However, from information provided by KNPC, it was difficult to assess 
precisely the effectiveness of the system currently in operation.
Apart from performance appraisal, there are no specially designated 
factors to measure the productivity of employees. Different views could be 
inferred from the interviews about the productivity of KNPC employees. One 
official contended that non-Kuwaitis are more productive, firstly due to 
the fact that non-Kuwaitis have longer experience and secondly, because of 
the fear of being replaced, non-Kuwaitis have to work harder to prove their 
worth to the company. Other officials argued that the latter motive is so 
strong that non-Kuwaitis may not provide full training and help to Kuwaitis 
in the knowledge that the availability of a qualified Kuwaiti endangers the 
security of their job. On the other hand, in the opinion of some officials, 
non-Kuwaitis, particularly those who know they are going to be dismissed 
sooner rather than later, are less productive than non-Kuwaitis with secure 
jobs and perhaps than some Kuwaiti. Understandably, they lack incentive to 
demonstrate commitment and hard work.
Related to the issue of productivity is the utilisation of labour. It is 
reported that there is excessive overtime working in KNPC. Article 34 of 
the 1964 Labour Act stipulates that the employer has the right to ask an 
employee to work overtime, but that this must not exceed two hours per day. 
In KNPC employees work an average 4-5 hours per day over and above the 8- 
hours normal working hours, and are paid 125% of the basic salary rate for 
each hour's overtime work. Obviously the readiness of non-Kuwaitis to work
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as much as possible to augment their pay, provides the impetus for the 
management to rely upon the relatively new staff. Overtime work is always 
a source of dispute between management and the union. The problem is 
exacerbated by the fact that while Kuwaitis are reluctant to do any 
overtime work, the non-Kuwaitis have no objection.
6.A.5 Kuwaitisation Policy
The Personnel Manager reported that:
"The Kuwaitisation policy in KNPC means increasing the percentage of 
Kuwaitis to 55% at all levels. The proportion should be higher than 
this for key areas such as engineering , administrative, and refinery 
operators exceptionally, and could be below 55% for lower levels. "
To achieve this 55%, KNPC has adopted the following steps:
1. Each department should prepare a plan during the five year plan to 
achieve 55% of Kuwaiti employment.
2. On-the-job training for Kuwaiti recruits.
3. A 3 year qualifying programme, organised for Kuwaiti university 
graduates of engineering and business administration,(i.e UDs scheme).
4. 2 years training for secondary school leavers for work in the refinery 
operations units.
5. Priority for Kuwaitis to fill any vacancies.
6. A report to be submitted by each department every six month to show 
progress in implementing its plan.
7. Funds are provided by KPC for refinery operator training and KNPC 
management provides an extra budget for UD trainees.
8. An incentive payment also provided by KNPC for non-Kuwaitis to train a 
Kuwaiti counterpart. He receives a bonus of 3 months salary and 5 
months if the replacement is effected.
9. Contracting out of some petrol stations and automation of others.
According to some KNPC senior officials, there are some problems facing 
the Kuwaitisation policy:
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a. Unavailability of Kuwaiti graduates in the specialisations required by 
KNPC, such as mechanical and chemical engineering.
b. Compulsory Military service.
c. Kuwaitis excessive ambitions to reach to Management positions as quickly 
as possible.
d. Lack of experience among Kuwaitis which in turn requires long training 
and development.
e. Poor co-operation by non-Kuwaitis in training Kuwaitis, leading to 
longer than anticipated implementation of policy.
6.A.6 Industrial Relation.
The labour union for KNPC workers was established in 1968 and is a 
branch of the General Union of Petroleum Workers (GUPW). Its main functions 
are to protect employee's interests and to raise their social, material and 
professional standards, and to represent employees in the dispute 
settlement procedures with management.
The labour union's membership is divided into active Kuwaiti members 
with full rights and associate non-Kuwaitis with no voting rights. In 1987 
Kuwaitis represented more than 62% of the total union membership and about 
78% of the total KNPC Kuwaiti workforce were union members.
The KNPC management has two committees to deal with labour disputes, 
the bargaining committee and the complaints handling committee. Interviews 
with Union officials in KNPC revealed that in 1986 the union was successful 
in achieving three agreements with the management. In February 1986, the 
KNPC management's attempt to transfer some non-Kuwaiti workers from 
existing refineries to the newly established Mina Abdullah refinery was 
blocked by a three day strike. The subsequent agreement contained the 
following provision:
i) priority for management in Mina Abdullah should be for Kuwaitis.
168
ii) Kuwaiti priority to fill any newly created jobs, anywhere in the 
company, and
iii) Acknowledgement of the management's right to make transfers as it 
considers necessary.
It may be inferred from this that unions can sometimes play an 
effective role in promoting Kuwaitisation.
The second agreement was in June 1986, regarding the promotion of tanker 
drivers and the third was in December of the same year regarding terms of 
service for firemen.
6.A.7 Conclusion: KNPC
The company has succeeded in increasing the proportion of the Kuwaiti 
workforce every year since 1982, but the improvement has been diminishing 
and was only 0.2% in 1988. The main factors behind improved Kuwaitisation 
appear to be commitment and planning, vigorous recruitment, salary 
differentials, union backing and well funded training schemes, especially 
for manual workers. Contrary to national trends, the better pay in the 
company has succeeded in persuading significant numbers of Kuwaitis to do 
manual jobs. However, the company plan is to increase the proportion of 
Kuwaitis to 55% by 1990/91. The large advances in Kuwaitisation were made 
when employment was growing, with a static labour force it appear to be 
more difficult to increase the proportion of Kuwaitis. The company clearly 
has the right policies, but a 15.7% increase in the proportion of Kuwaitis 
in three years (1988-1991) would seem to be an impossible target.
The company is male dominated despite a significant proportion of the 
occupations being suitable for women (clerical and administrative posts 
number 1424 of which only 19 are filled by Kuwaiti females), this probably 
represents one of KNPC's major opportunities for increasing Kuwaitisation 
(apart from artificial de-mergers) given the lack of technically skilled 
Kuwaiti graduates and the shift nationally away from manual work.
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6.B COMMERCIAL BANK OF KUWAIT (CBK) CASE No. 2 
6.B.1 Introduction CBK
CBK was established in 1960 and is the second largest commercial bank 
in the country, with 89% of its shares owned by the private sector and the 
remainder by the government. It has 35 branches in Kuwait one in London, 
and one in New York.
6.B.2 Workforce in CBK
1. Numbers and Nationalities
Table (6.B.1) shows that the share of Kuwaitis in the workforce has 
increased slightly from 12% in 1983 to 15% in 1988, with the major increase 
being recorded in 1987. The total workforce has been reduced by a quarter 
over the period with a reduction in the non-Kuwaiti workforce of 28% 
against 7% reduction in the numbers of Kuwaiti employees. The fall in 
employment, which was particularly severe in 1987, has been largely due to 
contraction in the bank's activities and profitability in recent years due 
to economic recession and competition as well as to automation of certain 
operations.
2. Workforce by sex
Table (6.B.2) shows that nearly 30% of bank employees are female and 
42.5% of the Kuwaitis in the bank are females. This indicates that Banking 
presents many opportunities for women because of the suitability of the 
bank jobs and the level of social acceptance.
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3. Workforce by occupation
Table (6.B.3) illustrates the workforce by occupation. While 53% of the 
Bank's total workforce were clerks in 1988, this was 57% in 1983 a decrease 
of 4%. The Personnel Manager explained:
"This is attributed partly to the introduction of automation in the 
bank ’s activities, and partly to an attempt to increase productivity 
by abolishing some redundant posts. "
As table (6.B.3) reveals, the Kuwaitis in the Bank are 
disproportionately represented in managerial and supervisory occupations. 
There are no Kuwaiti unskilled workers and only 2 Kuwaiti junior clerks . 
The proportion of Kuwaitis has been increasing for most occupations.
The significant reduction in the Bank's workforce has had most impact 
on the lower level jobs where Kuwaitis were less represented, the number of 
clerks and unskilled workers fell almost 300 over 5 years. Table (6.B.3) 
also indicates the movements in female employment in the bank. The 
aggregate number- of female staff decreased from 464 to 331 during the 
period (1983-88), while the number of Kuwaiti women has been reduced by
only 3. The occupational spread of the Kuwaiti females showed significant
upgrading.
4. Workforce by age structure
The age structure of the CBK staff is illustrated in table (6.B.4). 
More than 51% of the CBK's workforce are aged 30-39, an indication that 
experience is an important factor in getting employment in CBK. The
highest concentration of Kuwaitis is in the age group 20-24, and then 25-29 
(34.6 and 31% respectively and the lowest in the age group 45 and over, 
only 3.8%). Only a small minority of staff are approaching retirement age 
and these are nearly all non-Kuwaitis. The process of Kuwaitisation will 
continue if local replacements can be found or automation used to replace 
those retiring. However, this process will have minimal impact on
Kuwaitisation.
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5. Workforce by length of service
Nearly one third of the Kuwaiti employees have been working for the 
Bank for five year or less. Only 13.2% of Kuwaitis have been there for 11 
years and more (see table 6.B.5). Just under half of recent recruits 
(joined in last two years) have been Kuwaitis reflecting declining 
employment and limited recruitment of non-Kuwaitis.
6.B.3 Manpower Planning in CBK
The Bank's Personnel Manager defined manpower planning as follows:
"It is the planning from one to five years to determine the manpower 
requirements for the bank in both quantitative and qualitative 
terms."
The duration of manpower plans in the Bank is usually five years for a 
strategic plan, and one year for manpower planning. The plans are usually 
flexible and reviewed four times a year by achievement reports.
1. The Manpower Planning Process
The main steps involved in the manpower planning process were 
identified by the Personnel Manager as:
a. The Board sets the general policy measures for the corporate objectives, 
and the broad manpower requirements have to be determined accordingly.
b. The Personnel Manager takes these guide-lines and asks heads of 
departments for their departmental needs and proposals.
c. Details of each departments requirements' and proposals are collected by 
the Personnel Manager and thus the final plan for next financial year is 
designed.
d. It is submitted to the Managing Director and the Board for Final 
approval.
Manpower planning is usually made on a selective basis and it does not 
cover all occupations. For non-Kuwaitis it is made only with regard to
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senior and middle management while for Kuwaitis it is extended to cover 
lower management and supervisory staff.
2. Difficulties of Manpower Planning Process
It was understood that a major difficulty of conducting adequate 
Manpower Planning in CBK is that top management and heads of departments 
lack a full understanding of the objectives, techniques and benefits of 
this discipline. As a result, the outcome of the process is less than 
comprehensive and unsatisfactory.
In particular, it has been suggested by the Personnel Administrative 
Manager that the over-riding concern of the top management with 
profitability is at the expense of elements such as human resource 
management. Even the fragmentary plan does not usually reach
implementation and Personal relationships play an important role in 
recruitment, career development , dismissing and replacing employees. 
Another difficulty reported is that some Kuwaitis suddenly quit the Bank 
without giving due notice.
6.B.4 Personnel functions in CBK
1. Recruitment & Selection
The first source of potential bank employees, is accumulated 
application forms (between 100-150 application forms are permanently 
available in the recruitment division) . If recruited they are appointed as 
clerical staff if Kuwaitis and clerical or below if non-Kuwaitis. If a job 
cannot be filled from above source, it has to be advertised abroad. 
Generally, applicants who ask for relatively lower salaries succeed in 
getting the jobs. For junior jobs Asians are preferred because they accept 
relatively low salary offers and because of their knowledge of the English 
language and the perception that they are hard workers (The recruitment 
Officer).
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For clerical jobs the final selection is made by the recruitment unit
on the basis of interview and aptitude test. For technical and professional
jobs the meeting in the recruitment division is a preliminary stage and the
final selection is made in the department concerned after interviewing and
aptitude tests. For managerial posts, a three-officials committee
interviews the applicants conducts aptitude tests, as well as an English
language test. The final stage for every applicant and before the
placement, is a medical examination. Asked about the costs of recruitment
from abroad, the Personnel Manager suggested that:
"It could be approximated to 30-40% of the annual earnings of the 
particular employee in the first year."
2 . Contract of Employment
There are two types of contracts, a local contract of one year’s 
duration for those recruited from the Kuwaiti labour market; and a 
contract, initially for two years, for those recruited from abroad.
In both contracts, there is a three month probationary period during 
which the management has the full right, without any corresponding 
obligation, to terminate the contract if the performance of the employee is 
not to the standard required. At any time during the contract period, the 
employer can give a month's notice, and may eventually terminate the 
contract on expiry without any financial penalty. No compensation is paid 
on redundancy.
3. Training in CBK
As the majority of the Bank's staff are recruited from those with 
considerable experience, training is normally restricted to areas of new 
work, arrangements for Kuwaitis who may not necessarily meet the experience 
requirement when recruited and for supervisors and above. The objective of 
training in CBK is to develop and increase the skill of its employees when 
necessary, to implement new technology, and to facilitate staff promotions.
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Courses range from one week to two months and are attended by 
supervisors and above. Most trainees are already employed by the Bank, and 
training programmes are designed for the bank by consultant firms. The 
training is provided in a centre established in 1980. Numbers are not 
large, for example in April 1988, were 18 trainees, of whom 17 were 
Kuwaitis on a credit course. Some employees are encouraged to join 
training courses laid out by the Institute of Banking Studies, a body 
collectively set up by all the banks in Kuwait. Such courses are mostly 
outside normal working hours.
4. Workforce by Grade and Wages & Salaries
The gross earning of the Bank employees comprise three elements: basic 
salary, housing allowance, and transport. The range of pay rates extends 
from the minimum of KD 100 per month at the bottom of the pay scale (No. 
01) to KD 1000 at the top (i.e S. 13) -grade N for clerical and unskilled
manual workers, while grade S for supervisors and above- . Other benefits
include bonuses, travel for non-Kuwaiti, medical treatment and education 
allowances.
The last revision of wages and salaries was in 1983 following the
threat of a strike by the Bank Employees Trade Union (BETU) for improvement 
of pay. The pay differentials between Kuwaitis and non-Kuwaitis basically 
arise from the differences in basic salary, the former being some 20% 
higher than the latter with similar qualification as shown by the
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following example (grade 8 manager) per month.
Kuwaiti Non-Kuwaiti
min max min max
Basic Salary 971 1450 810 1214
Housing allowance 500 500 500 500
Transport 170 170 170 170
Gross total 1641 2120 1480 1884
The differentials at scale minimum 1641 =1.108
1480
The differentials at scale maximum 2120 =1.125
1884
Taking another example (ie clerical) the differential will be 17.4- 22.8%
in favour of the Kuwaiti. When asked about the overall cost of fringe 
benefits, the Personnel Manager reported that:
"Fringe benefits in relation to wages bill vary between 20 - 22% 
annually for both Kuwaiti and non Kuwaiti."
In line with what has been said above, table (6.B.6) shows that the
Kuwaiti workforce is concentrated in higher grades (nearly 62% of Kuwaiti
are in grade S-01 & S-02 and above) while the non-Kuwaitis are concentrated
in lower grades (about 69% in grade N-07 and below).
5. Labour Wastage
As shown in table (6.B.7 the turnover rate for the total workforce in 
CBK increased from 6.5% in 1985 to 19.1% in 1987. However, 1987 was the 
year when there was a 16% reduction in the labour force, so "voluntary"
quitting was clearly lower than 1985. Among Kuwaitis the rate dropped from
10% in 1985 to 7.1% in 1987, while among non-Kuwaitis it increased from 
6.1% to 20.8% during the same period. The Personnel Manager, explained 
that:
"Non-Kuwaitis have been dismissed in order to reduce expenditure. 
While Kuwaitis voluntarily quit because of limited promotion 
opportunities and availability of better prospects elsewhere. Some
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Kuwaiti leave the Bank because of their belief that handling of 
interest (Riba) is against their Islamic faith."
It was also reported that the turnover rate among Kuwaitis is 
relatively high in the lower occupational groups such as clerical jobs, on 
account of better opportunities elsewhere. Very few people retired from the 
Bank during the last two to three years.
6. Performance Appraisal
Performance appraisal is undertaken annually, before the end of the 
financial years, to decide eligibility for promotion, determine whether the 
employee is to be paid the annual increment, and determine training needs.
The procedure involves the completing of forms (one for the clerical 
staff, another for supervisory and above) by the immediate supervisor. 
These are signed by the employee and the head of department then submitted 
to the Personnel Manager.
There are no scientific yardstick to measure the productivity of the 
employee other than the performance appraisal itself. Also the employees 
productivity is judged by absenteeism, demands for leave, and time keeping. 
In this respect the majority of the problems are associated with Kuwaitis. 
The Personnel Manager stated that:
"the non-Kuwaitis are generally more disciplined than the Kuwaiti."
6.B.5 Kuwaitisation Policy in CBK
It can be concluded from the foregoing that the Bank has no
Kuwaitisation policy. The General Manager explained:
”The Bank has no such policy, and employment in the Bank depends upon 
the requirements of the Bank. The Bank prefers Asian workers, 
because they are cheap, hardworking, and well qualified. Kuwaitis are 
more costly; the Bank is looking for profit, rather than towards 
increasing the costs."
Any success in Kuwaitisation has been because non-Kuwaitis borne brunt of
manpower reductions. In addition, it was suggested by the recruitment
officer that Kuwaitisation should be named "development of work" because
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the current expression raises unfounded fear among non-Kuwaiti employees 
and can reduce their productivity. Further the economic situation and the 
non-availability of the social allowances in the bank reduce the incentives 
to Kuwaitis and may hamper the implementation of Kuwaitisation. There are a 
number of perceived problems associated with Kuwaitisation for CBK.
1. Kuwaiti reluctance to accept lower level jobs in the Bank.
2. Non-availability of qualified Kuwaitis in the banking field.
3. Kuwaitis cost more than non-Kuwaitis, and to pay differentials would 
affect the productivity of non-Kuwaitis.
6.B.6 Industrial Relations
The only trade union in the entire private sector in Kuwait is the 
Banks Employees Trade Union (BETU). Large numbers of Kuwaiti employees in 
the Banking sector made the establishment of this Union possible. The BETU 
was established in 1973 to protect the interest of the employees and to 
represent them in their affairs and disputes with their employers. BETU is 
not affiliated to the Kuwait Trade Union Federation (KTUF).
BETU had 1783 members in 1987 of which 365 (ie 20.5%) were Kuwaitis. 
This means that 28% of all banks employees are union members, 35% of the 
Kuwaitis, and 27% of the non-Kuwaitis. The union is therefore small , has 
limited budget (i.e KD33,396 and 36% of total budget is government 
subsidy), and perceived as political organisation and management threatens 
employees with dismissal should they join the union.
Despite the above limitation, it would be unfair to assume that BETU is 
an ineffective body. It has a role, though limited, in matters concerning 
employment issues. For example, the latest pay revision which took place 
in 1983 was a direct result of a threat of strike by the union. The union 
was also able to conclude an agreement by which the retirement age for non- 
Kuwaitis was extended to 65 years of age from 60, and for some members but 
not helpful for Kuwaitisation.
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6.B.7 Conclusion CBK
The CBK has no Kuwaitisation policy and this is evident in the low 
proportion of Kuwaitis despite the fall in the total workforce since 1983 
and the potential to recruit Kuwaiti females. The major motive for non­
pursuing a stronger Kuwaitisation policy is the profit motive, whereby 
cheap Asian labour is preferred to costly incentives to attract nationals. 
Similarly, the bank union does not appear interested in Kuwaitisation.
On the positive side, there is probably considerable scope for 
replacing non-Kuwaitis with automated equipment, and for replacing non- 
Kuwaitis with Kuwaiti females. The one encouraging trend was the extent to 
which Kuwaiti females had been promoted to more senior positions.
6.C. ANALYSIS OF INITIAL CASE STUDIES AND GENERATION OF SOME OF 
THE RESEARCH HYPOTHESES AT THE MICRO-LEVEL
6.C.1 Introduction
Following on the two case studies (ie KNPC and CBK), an attempt is made 
here to bring together the two cases so as to draw implications for the 
Kuwaitisation policy, and generate hypotheses for further research. This 
research should pin-point the factors most likely either to help or to 
hinder the process of replacing non-Kuwaitis with Kuwaitis in Kuwaiti 
organisations. The two cases revealed different patterns in terms of the 
proportion of Kuwaitis employed (in KNPC this is 39%, against 15% in CBK) 
as regards the trend overtime, the KNPC has been able to increase the share 
of its Kuwaiti workforce by 13.4% over six years and CBK by less than 3% 
points. Clearly the process of Kuwaitisation has proceeded at a significant 
pace in KNPC but not in CBK.
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6.C.2 Female participation and attitudes towards work.
In KNPC, the share of females in total employment is 3.3% and only 1.3%
of the Kuwaitis in the company are female. In the CBK the shares are
relatively higher, nearly 30% and 42.5% respectively. The lower 
representation of women in KNPC could be attributed to the longer working 
hours (8 hours), the nature of occupations and the company's policy of not 
encouraging female employment. The relatively higher representation of 
females in the CBK workforce might reflect the relatively favourable 
employers's attitude, shorter working hours (6 hours) and the many 
occupations suitable for women.
Obviously the success of Kuwaitisation will depend to a large extent
on increasing the share of female employment in organisations such as KNPC
and CBK. This in turn depends on two factors, the readiness of women to
undertake jobs currently disliked by women, and a change in employer's
attitudes towards women in work. Following these findings, one could
hypothesize that: Hyp:l
" The prevailing social attitudes towards female work and/or 
undertaking certain type of jobs are likely to be major obstacles to 
Kuwaitisation. "
6.C.3 Wage Differentials
The two cases clearly showed that the employment of Kuwaitis can be far 
more expensive than the employment of non-Kuwaitis. Considerable 
differentials in pay exist, either in allowances (as the case in KNPC) or 
in the basic salary (as in the case in the CBK). Certainly, the recruitment 
costs of non-Kuwaiti have no parallel in the case of Kuwaitis, but, in the 
long run, the on-going cost of higher salaries clearly outweigh once off 
recruitment costs.
From the two cases it is evident that in very broad terms, non-Kuwaitis 
are perceived as more productive, more disciplined and can be more 
effectively utilized than Kuwaitis. The protection afforded to the latter
180
coupled with their sense of superiority and higher remuneration, appears to 
have a negative impact on the Kuwaitis’ productivity and utility. The 
readiness of non-Kuwaitis to work overtime in KNPC, while the Kuwaitis are 
generally reluctant to do so provides an example of how non-Kuwaitis can be 
fully utilized. There is also a feeling that Kuwaitisation may lead to 
lower productivity among non-Kuwaitis thus affecting the level of 
profitability. Following these findings, one may hypothesize that:
Hyp: 2
"The higher financial rewards paid to Kuwaitis and higher 
productivity of non-Kuwaitis will slowdown the Kuwaitisation 
process."
6.C.4 Manpower Planning Practice
The unavailability of qualified Kuwaitis represents a major difficulty
/
in finding suitable native manpower for vacant posts or new posts. The 
supply constraint is manifested in:
I
i) The non-availability of experienced Kuwaitis in many areas.
ii) The education system does not provide the skills required in the labour
market. In 1986/87, more than 84% of Kuwaitis university graduates were
from the humanities and social sciences faculties. It has been reported by
the Recruitment Office in KNPC that:
"presently there are 243 vacant posts in KNPC for Kuwaitis because of
shortage of qualified Kuwaiti mechanical and chemical engineers. "
It appears that the supply side factor presents difficulties for the
achievement of Kuwaitisation. The major concern of manpower planners in the
two cases is replacement at the top and middle levels, with little regard
to the replacement issue at the lower levels. Also, KNPC and CBK do not
appear to encourage the employment of women. Moreover, some departments may
be reluctant to provide the necessary training for Kuwaitis given the
availability of skilled and experienced foreign labour, they see no need
for extra investment in Kuwaiti human resource.
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Therefore, it is possible to hypothesize that:
Hyp: 3
"More effective company manpower planning will increase likelihood of 
Kuwaitisation.
6.C.5 Management Commitment and Employment Policy.
It appears that the organisational commitment of KPC and KNPC
managements to achieve Kuwaitisation is a decisive factor in promoting
Kuwaitisation. The KPC requirement was originally that KNPC should increase
its share of Kuwaiti staff to 50% by 1990 and KNPC is currently seeking to
achieve 55%. It has the political will, necessary plans, and strategies to
realise such an objective. The five year plan (1986/87 - 1990/91) is
specifically designed to achieve the 55% target. To ensure the success of
the plan, periodic meetings between top management and heads of departments
are held every six months to evaluate progress, and remedy discrepancies.
#
An important encouraging factor is the provision of a special fund by KPC, 
to meet the cost.of Kuwaitisation. Thus, we may hypothesize that:
Hyp: 4 
"Management commitment is a critical factor in promoting the 
Kuwaitisation policy. "
According to article 10 of the 1964 labour law, the priority in
employment is for Kuwaitis. Thus, there are explicit instruction by KPC to
KNPC that priority in filling vacant jobs should be given to Kuwaitis.
Training schemes often provide the required manpower (as in KNPC)
unless the recruitment of non-Kuwaitis is inevitable due to labour market
conditions. In CBK there is no positive discrimination for Kuwaitis and
usually the applicant who accepts the lowest salary is likely to succeed in
getting the job, provided he/she possesses the right qualifications and
experience. In doing so, the Bank appears to be disregarding the law.
Nevertheless, it is difficult to discern any government action to apply
sanctions against its defiance of the legal requirement.
182
Article 53 of the 1964 labour law gives the employer full authority to 
dismiss an employee without giving the reasons for the dismissal. This 
provides ample opportunities for employers to get rid of non-Kuwaiti 
workers. The Kuwaitis, however, are protected by convention. An informal 
recommendation by the government discourages the dismissal of Kuwaitis 
unless he/she is guilty of serious misconduct, and the decision to dismiss 
is taken only by the Board of Directors. The Bank's case provides a clear 
illustration of this protection system. For example, of the 258 employees 
voluntarily or involuntarily leaving the Bank in 1987 only 12 were 
Kuwaitis. The majority of Kuwaitis who quit the Bank probably do so 
voluntarily, while virtually all the non- Kuwaitis have been dismissed. On 
the basis of these results, therefore, one could hypothesize that:
Hyp: 5
"Positive discrimination will increase the relative numbers of 
Kuwaitis in the particular organisation. "
\
6.C.6 Special Training Schemes
KNPC currently adopts a special training scheme for secondary school 
leavers and university graduates to train potential Kuwaiti staff over 2-3 
years by on-the-job and off-the-job training. The provision of finance for 
the scheme by KPC is crucial to its success. Equally important is the 
payment of generous financial incentives to the trainees.
Neither the management commitment nor special measures could be found 
in CBK to promote Kuwaitisation. Interviews with the officials in the Bank 
revealed that:
"there is no policy adopted by the Bank to Kuwaitise its workforce 
and it is unlikely that the share of Kuwaitis will be increased to 
50%, by the year 2000. "
They further added that:
"No specific measures are undertaken to give priority to Kuwaitis in 
recruiting new employees. The main concern is to increase 
profite&ility and the use of the word ’Kuwaitisation' is 
deliberately avoided because of fear that it may have a negative
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impact on non-Kuwaitis in terms of their productivity, loyalty and 
commitment."
This finding, therefore, enables us to hypothesize that:
Hyp: 6
” Government financial support could provide an incentive for 
individual organisations to speed up the pace of Kuwaitisation. "
Hyp: 7
" Kuwaitisation is affected by appropriate training policies".
6.C.7 Labour Turnover.
It is evident from the two case analysis that a lot of turnover is 
related to retirement provisions. The legal retirement provisions could be 
favourable or unfavourable to Kuwaitisation at the same time. For example, 
an open ended retirement age for Kuwaiti may provide extra years of service 
from the employee. On the other hand, the right to retire after 20 years 
of service with a minimum age of 45 enables many , workers to leave 
employment at an early age and before they reach the older retirement age 
(60 years), this early retirement for Kuwaitis will handicap Kuwaitisation. 
Available information from the Public Institution for Social Security 
(PISS) in 1988 indicates that nearly 30% of those retiring at any 
particular time are aged 50 or less. On the other side non-Kuwaitis who 
have long service are older, which provides an opportunity for replacement 
when he/she reaches the retirement age.
Hyp: 8
" Legal requirements for retirement, dismissal., etc for non-Kuwaitis 
will encourage Kuwaitisation while existing retirement legislation 
for Kuwaitis will discourage Kuwaitisation."
6.C.8 The role of Trade Unions
The KNPC case indicated that the presence of a strong Union could be a 
favourable factor for Kuwaitisation: unions are more concerned with the
protection of Kuwaitis. Union membership among non-Kuwaitis is generally 
low, and eligibility for membership is conditioned by a five years
I8*f
residence qualification. The limited benefits non-Kuwaitis can obtain as 
members of the union discourages them from seeking membership. In KNPC the 
union successfully used the strike weapon to reach several agreements with 
the government to promote Kuwaitisation. On the other hand, the union of 
Bank employees is too small, weak and ineffective to have any meaningful 
impact on the process of Kuwaitisation. Therefore it is possible to 
hypothesize that:
Hyp: 9
" Trade Unions can play a significant role in supporting the 
company's policy for Kuwaitisation".
6.C.9 Automation and attitudes of Kuwaitis towards manual work.
Each organisation reported a different motive for automation: KNPC is 
using automation to increase the proportion of Kuwaiti labour, while CBK 
is using it to reduce the labour force and improve profitability. As 
regards the search for the factors that favour or encourage Kuwaitisation 
in KNPC and discourage it in CBK, one could hypothesize that:
Hyp:10
"Increasing the use of technology insofar as it eliminates lower 
level jobs, particularly those occupied by non-Kuwaitis, would help 
reduce their size and proxnote the targeted balanced labour force. "
Both cases unequivocally demonstrate that the representation of 
Kuwaitis in lower-graded jobs is very limited. For example, none of the 
banks subordinate staff is a Kuwaiti. Excessive reliance on foreign labour 
has led to the development of attitudes and perceptions that certainly will 
not help policies such as Kuwaitisation. Many manual jobs are socially 
unacceptable and regarded as only to be performed by foreigners. Therefore 
it is possible to hypothesize that:
Hyp:11
" The prevailing attitudes towards certain jobs currently undertaken 
only by non-Kuwaitis, may slowdown Kuwaitisation. "
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6.C.10 The Hypotheses Generation Process
The process of generating hypotheses for the purpose of this study has 
followed a logical sequence. The basic principle is that hypotheses are 
based on empirical evidence. Because the study has not been done before in 
Kuwait, it uses the research case approach, (as discussed in chapter 4) to 
identify research hypotheses at organisational level in the first stage of 
the research, and then test them in the next stage. Thus, hypotheses 
satisfy the achievement of our research objectives on the micro-level.
On the whole, analysis of the two case studies tends to show how the 
Kuwaitisation policy is implemented in the public and the private sector. 
It is the intention therefore, to extend these hypothesized differences 
further to both the Kuwait's public and private sector, in other economic 
activities.
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Table (6.A.1) Workforce in KNPC by nationalities at the end 
of each year during the period Dec 1982 - April 1988
years Kuwaiti Other Arabs Asian Other* Total X Kuwaiti
1982 1362 3171 674 45 5252 25.9
1983 1742 3320 829 45 5936 29.3
1984 2085 3452 851 40 6428 32.4
1985 2403 3451 892 35 6781 35.4
1986 2625 3420 914 46 7005 37.5
1987 2848 3339 1059 41 7287 39.1
April, 1988 2857 3318 1073 28 7276 39.3
change
1982-88
+1495 +147 +399 -17 +2027 13.4
Source : KNPC, Personnel department
* other: European & American data for 1975 and 1980 not available
Table (6.A.2) Workforce by sex in KNPC, April 1988
Hale Feiale Total X feiale
Kuwaitis 2819 38 2857 1.3
Non-Kuwaitis 4213 206 4419 4.7
Total 7032 244 7276 3.3
X of Kuwait 40.1 15.6 39.3
Source : KNPC Personnel Departient
Table (6.A.3) Workforce by occupation in KNPC, April 1988
Occupation




KuwaitiN F T N F T N F T H F T H F T
Top management 18 - 18 8 - 8 - - - - - - 26 - 26 0.4 69.2
i Managers 
Administrative 107 4 111 125 125 36 1 37 11 11 279 5 284 3.9 39.1
Supervisors 199 8 207 203 - 203 8 8 2 1 3 412 9 421 5.8 49.2
Engineers 166 4 170 214 3 217 161 161 7 - 7 548 7 555 7.6 30.6
Technicians 1030 - 1030 584 7 591 600 600 - - - 2214 7 2221 30.5 46.4
Clerical Staff 265 15 280 516 146 662 149 44 193 2 3 5 932 208 1140 15.7 24.6
Skilled labour 328 - 328 360 - 360 34 34 2 - 2 758 - 758 10.4 43.3
Semi-skilled 371 - 371 879 1 880 2 2 - - - 1252 1 1253 17.2 29.6
Un-skilled 117 3 120 272 - 272 38 38 - - - 393 3 396 5.4 30.3
Trainees 218 4 222 - - - - - - - - 218 4 222 3.1 100.0
Total 2819 38 2857 3161 157 3318 1028 45 1073 24 4 28 7032 244 7276 100.0 39.3
Source: KNPC Personnel Departient
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Table (6.A.4) Workforce in KNPC by age group April, 1988
Age strcuture Kuwaitis N.Kuwaitis Total X of total X of Kuwaiti
Below 20 yrs 103 - 103 1.4 100.0
20-24 901 132 1033 14.2 87.2
25-29 837 513 1350 18.5 62.0
30-34 585 905 1490 20.5 39.3
35-39 292 909 1201 16.5 24.3
40-44 96 796 892 12.3 10.8
45-49 28 603 631 8.7 4.4
50-54 6 354 360 4.9 1.7
55-59 7 172 179 2.5 3.9
60+ 2 35 37 0.5 5.4
Total 2857 4419 7276 100.0 39.3
Source: Personnel Departient KNPC, 1988
Table (6.A.5) Workforce by length of service in KNPC April, 1988
length of service Kuwaitis N.Kuwaitis Total X of total X of Kuwaiti
less than 1 284 252 536 7.4 53.0
1 - 2 333 216 549 7.6 61.5
2 - 3 303 198 501 6.9 60.5
3 - 4 403 346 749 10.3 54.0
4 - 5 376 404 780 10.7 48.2
5 - 10 729 1442 2171 29.8 33.6
10 - 15 265 856 1121 15.4 23.6
15 - 20 124 298 422 5.8 29.4
20 + 40 407 447 6.1 8.9
Total 2857 4419 7276 100.0 39.3
Source: Personnel Departient KNPC, 1988
Table (6.A.6) Workforce in KNPC by grade April, 1988
Kuwaitis N.Kuwaitis Total X of total X of Kuwaiti
14 - 16 63 46 109 1.5 57.8
11 - 13 124 405 529 7.3 23.4
9 - 10 303 409 712 9.8 42.6
5 - 8 2001 2293 4294 59.0 46.6
1 - 4 366 1266 1632 22.4 22.4
Total 2857 4419 7276 100.0 39.2
Source: Personnel Departient KNPC
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Table (6.A.7) Workforce in KNPC by growth rates, turnover rate, and
nationality at the end of 1983 and 1987.
1983 1987
Kuwaitis N.Kuwaitis Total Kuwaitis N.Kuwaitis Total
Actual employers 1362 3896 5252 2625 4380 7005
at the beg. of yr
Appointient 488 434 922 291 275 566
Separations 108 130 238 68 216 284
Actual eiployees 1742 4194 5936 2848 4439 7287
at the end of yr
Net increase/decr 380 304 684 223 59 282
Net growth rate 27.9 7.8 13.0 8.5 1.3 4.0
Turnover index 8.0 3.3 4.5 2.6 4.9 4.1
Source: Personnel Departient KNPC (constructed),
Net increase/decrease at a certain period
1. Net growth rate :_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ X 100
Actual employees at the beginning of that period
No. of leavers at a certain period
2.Turnover i n d e x ^ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ X 100
Actual eiployees at the beginning of that period
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Table (6.B.1) Workforce in CBK by nationalities at the end year
during the period Dec 1983 - April 1988
Years Kuwaiti Other Arabs Asian Other* Total \ Kuwaiti
Dec 1983 179 626 635 57 1497 12.0
1984 180 616 636 53 1485 12.1
1985 171 579 605 42 1397 12.2
1986 170 562 584 35 1351 12.6
1987 172 471 454 28 1125 15.3
April, 1988 167 469 452 27 1115 15.0
change
1983-88
(12) (157) (183) (JO) (382) 3.0
Source : Personnel departient CBK,
* other: European I Aierican, data for 1975 and 1980 not available
Table (6.B.2) Workforce by sex and nationality 
in CBK, April 1988.
Hale Feiale Total X feiale
Kuwaitis 96 71 167 42.5
Non-Kuwaitis 688 260 948 27.4
Total 784 331 1115 29.7
X of Kuwait 12.3 21.4 15.0
Source : Personnel Departient C B K ,
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Table (6.8.3) Workforce by occupation, sex and nationality in CBK, Dec 1983 & Apr 1988
1983 1988
Kuwaitis Non-Kuwaiti Total Kuwaitis Non-Kuwaiti Total
X of « X of 1uccupauon ♦
H F T H F T Total Kuwaiti H F T H F T Total Kuwaiti
Top unageient 3 - 3 6 - 6 9 0.6 33.3 1 - 1 2 - 2 3 0.3 33.3
Sen. Hanageient 2 - 2 10 - 10 12 0.8 16.7 5 1 6 10 - 10 16 1.4 37.5
Hid. Hanageient 7 2 9 41 1 42 51 3.4 17.7 10 3 13 31 1 32 45 4.0 28.9
Jun. Hanageient 13 6 19 74 7 81 100 6.7 19.0 10 10 20 63 7 70 90 8.1 22.2
Officers 5 11 16 104 28 132 148 9.9 10.8 11 11 22 68 23 91 113 10.1 19.5
Supervisors 12 12 24 101 41 142 166 11.1 14.5 25 16 41 61 29 90 131 11.8 31.3
Sen. Clerks 59 40 99 304 186 490 589 39.3 16.8 33 29 62 243 134 377 439 39.4 14.1
Jun. Clerks 4 3 7 125 127 252 259 17.3 2.7 1 1 2 87 66 153 155 13.9 1.3
Unskilled - - - 163 - 163 163 10.9 - - - - 123 - 123 123 11.0 -
Total 105 74 179 928 390 1318 1497 100.0 12.0 96 71 167 688 260 948 1115 100.0 15.0
Source: Personnel Departient, CBK, 1988
Table (6.8.4) Workforce by age group, and nationality CBK April, 1988
Age group Kuwaitis N .Kuwaitis Total X of total X Kuwaiti
Below 20 yrs - - - - -
20-24 18 34 52 4.7 34.6
25-29 68 152 220 19.7 31.0
30-34 51 268 319 28.6 16.0
35-39 16 236 252 22.6 6.3
40-44 10 156 166 14.9 6.0
45-49 1 67 68 6.1 1.5
50-54 2 24 26 2.3 7.7
55-59 - 9 9 0.8 -
60+ 1 2 3 0.3 33.3
Total 167 948 1115 100.0 15.0
Source: Personnel Departient CBK, 1988
Table (6.B.5) Workforce by length of service and nationality CBK 
April, 1988.
length of service Kuwaitis N.Kuwaitis Total X of total X Kuwaiti
less than 1 12 16 28 2.5 42.9
1 - 2 9 11 20 1.8 45.0
3 - 5 29 85 114 10.2 25.4
6 - 10 98 510 608 54.5 16.1
11 - 15 13 202 215 19.3 6.1
15 + 9 121 130 11.7 6.9
Total 167 948 1115 100.0 15.0
Source: Personnel Departient CBK, 1988
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Table (6.6.6) Workforce by grade and nationality in CBK April, 1988
GRADE Kuwaitis N.Kuwaitis Total X of total X Kuwaiti
above S-10 2 12 14 1.3 14.3
S-09 & S-10 5 6 11 1.0 45.5
S-07 & S-08 13 28 41 3.7 31.7
S-05 & S-06 20 69 89 8.0 22.5
S-03 & S-04 22 90 112 10.0 19.6
S-01 I S-02 41 90 131 11.7 31.3
H-07 to N-99 62 377 439 39.4 14.1
N-03 to N-06 2 153 155 13.9 1.3
N-01 & N-02 - 123 123 11.0 -
Total 167 948 1115 100.0 15.0
Source: Personnel Departient CBK, 1988
Table (6.B.7) Workforce in CBK by growth rate.turnover rates, and 
nationality at the end of 1985 & 1987.
1985 1987
Kuwaitis N.Kuwaitis Total Kuwaitis N.Kuwaitis Total
Actual employers 180 1305 1485 170 1181 1351
at the beg. of yr
Appointment 9 - 9 14 18 32
Separations 18 79 97 12 246 258
Actual employees 171 1226 1397 172 953 1125
at the end of yr
Net increase/decr (9) (79) (88) 2 (228) (226)
Net growth rate (5.0) (6.0) (5.9) 1.2 (19.3) (16.7)
Turnover index 10.0 6.1 6.5 7.1 20.8 19.1
Source: Personnel Departient CBK, 1988
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CHAPTER SEVEN
FURTHER CASE STUDIES - PUBLIC SECTOR
7.A MINISTRY OF PUBLIC HEALTH (MPH) CASE No.3 
7.A.1 Introduction MPH
There were 16 public hospitals and 65 clinics in Kuwait in 1989 along­
side preventive services, 8 private hospitals and a number of hospitals 
belonging to government companies. To provide and manage medical services 
the Ministry of Public Health (MPH) was established in 1962 and now has 
responsibility for the above establishments. The MPH is the second largest 
employee in the government sector next to the Ministry of Education. 
Employees in the MPH represented about 19% of all government employees in 
1988 .
The Civil Service Commission (CSC) plays a critical role in the 
employment policy of the MPH, being responsible for all wages and salaries. 
All appointments and promotions on this budget are subject to the approval 
of the CSC.
7.A.2 Workforce in MPH
1. Numbers and Nationalities
Table (7.A.1) provides a breakdown of the workforce of the MPH. The 
size of the ministry's workforce rose from 16938 in 1975 to 31218 in 
January 1989 (84.3%). However, table (7.A.1) reveals that the increase was 
about 55% during the period 1975 to 1980, 19% during the period 1980 to
1985 and since 1985, a slight fall. This reflects the large number of new 
hospitals and clinics established in the mid 1970s following the oil boom. 
During 1980 to 1985 five hospitals were set up and 12 new medical centres 
opened while there was an expansion in the capacity of some hospitals. In 
the latter period (1985 to 1989) only two hospitals and nine clinics have 
been built and have been manned mainly by transferring staff from other 
hospitals and clinics.
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Expansion of employment between 1975-1980 was accompanied by a decline in 
percentage of Kuwaitis in labour force. However, this was reversed in 1980- 
1986 when further growth in employment saw a sharp increase in percentage 
of Kuwaitis. However, Kuwaitisation made no progress since 198 6.
Workforce by nationality shows an increase in Kuwaitis of 120% for 1975 
to January 1989, attributable to the fact that many Kuwaitis favour work in 
the MPH, compliance with the recommendation of the CSC and the MPH's 
growth. However, the Kuwaiti workforce has been constant since 198 6. The 
Assistant Under-secretary for Service and Administrative explained:
"The ministry has stabilized with regard to the construction of new 
hospitals and has also begun to adopt a stringent policy regarding 
employment in administrative jobs especially of Intermediate 
Certificate holders. The CSC does not recommend the employment of 
people below secondary school level except holders of specialized 
training course certificate compatible with the requirement of the 
MPH. -
The other Arab workforce increased by 31% during the period 1975 to 
1989, due to the growing need for nurses and in the face of Kuwaiti 
reluctance to work in nursing (as reported by the Manager of Planning and 
Follow-up, MPH). More dramatically, the Asian workforce, which is almost 
entirely nurses, grew by 410%. The director of planning and follow up 
explained that these workers were an alternative to Arabs because of their 
low relative costs, high level of technical expertise and their knowledge 
of English.
2. Working by Seac
Table (7.A.2) shows workforce by sex in 1989. Almost 48% of the total
workforce of the MPH are women due to the nature of the work in this
sector. Kuwaiti women represent 51.5% of the total Kuwaiti workforce and
about 35% of the total female workforce. Asked about the presence of large
number of Kuwaiti women in the MPH, the Assistant Director of Technical and
Administrative Affairs replied:
"The MPH formerly accepted women with no secondary school 
certificates and this in particular accounts for the abundance of 
Kuwaiti women in the MPH. Certain locations which admit no mixing of
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sexes, like the maternity hospitals, are especially favoured by the 
Kuwaiti women, plus the fact that women doctors are exempt from night 
services."
However, Kuwaiti female nurses represent less than 8% of female nurses 
virtually all in segregated units, and only 12% of the Kuwaiti women 
employed in the ministry in 1988 (see table 7.A.3), further evidence 
suggesting that nursing is also not attractive occupation due to cultural 
and social reasons.
3. Workforce by occupation
Table (7.A.3) shows the occupational distribution according to
nationality and sex in 1980 and 1989. Nurses constituted over 26% of the
total workforce in 1980 and around the same percentage in 1989, with the
percentage of Kuwaitis remaining less than 8%. Kuwaitis are concentrated in
administration, accounting for 60.5% of that group in 1980 rising to 75.5%
in 1989. Elsewhere the progress on Kuwaiti representation is mixed. Most of
the increase in Kuwaiti employment is among females, (166%) mainly because
of the growth in technicians (243%) and administrators (198%). The
percentage of Kuwaitis fell among service workers because many Kuwaitis in
these occupations retired or were promoted to administrative posts while
younger Kuwaitis were reluctant to accept these jobs. The decline in the
number of vocational and service workers by 24% and 18% respectively is the
result of contracting out service activities ( e.g catering and cleaning)
to the private sector. This change will have exaggerated the extent of
Kuwaitisation. The Director of planning and follow up reported that:
"The percentage of Kuwaitis in medical jobs such as doctors,
pharxnacists, and nurses and technical and vocational occupations is 
still low and the ministry will continue to depend on non-Kuwaitis in 
these occupations to the end of this century owing to the scarcity of 
Kuwaitis and their interest in certain jobs such as nursing and 
manual jobs."
4. Workforce by Age Structure.
Table (7.A.4) shows the distribution of the workforce of the MPH by age
group. Over 24% of the total workforce in less than 30 years of age and
Kuwaitis represent 64.2% of this group, (48.2% of the total Kuwaiti
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workforce). The Kuwaiti workforce therefore is generally young because some 
of the jobs in the MPH do not require long experience or high 
qualifications. Some Kuwaitis benefited from early retirement, (in the 
period 1983 to 1988 over 983 Kuwaiti men and women retired), and only 15.1% 
of total Kuwaitis are 40 years or above.
The age distribution of non-Kuwaitis reflects the fact that at least 5
years experience is always required. There are 1,446 non-Kuwaitis in the
age group 55 and over and as Kuwaitis account for only 10% of this age
group this offers a considerable opportunity for Kuwaitisation, provided
adequately trained Kuwaitis can be found. On enquiring about the 195 non-
Kuwaitis age 60 years and over, the Assistant Under-secretary of Services
and Administration said:
"The ministry benefits from the service of these people owing to 
their long experience mostly as doctors. "
5. Workforce by Length of Service
Table (7.A.5) shows the distribution of workforce of the MPH by length 
of service. Nearly 25% of the total workforce has been working for five 
years or less. Kuwaitis represent about 53% of this age group and 41% of 
total Kuwaiti workforce . Evidence that CSC's policy of preferring Kuwaitis 
in recruitment is having some success. Only 5% of Kuwaitis have worked in 
the ministry for over 20 years reflecting the inclination of Kuwaitis to 
take advantage of the early retirement law. The Manager of planning and 
follow up reported that the recently employed non-Kuwaitis are mostly 
nurses.
7.A.3 Manpower Planning in MPH
The MPH has a section for "Manpower Planning" but, the section does not 
undertake any planning, it's duties are confined to keeping statistical 
information about the workforce of the ministry and publishing an annual 
booklet. The MPH has two plans, an annual plan for budgeting purposes, 
which is the responsibility of the Budget Division, and a 5 year plan,
196
built around the national development plan, and this is the responsibility 
of the Planning and Follow up Department. The head of the Budget Division 
stated that:
"This plan is prepared annually for the purpose of determining the 
manpower requirements of the ministry for the coming financial year. 
It includes the numbers of expected withdrawals, the occupation and 
grades which need to be filled and the number of posts allocated to 
each department. "
1. The Manpower Planning Process.
The annual plan has to be forwarded to the Assistant Under-secretary 
for services and Administration accompanied by a justification of all 
departments' requirements. The Budget Committee meets under the 
chairmanship of the Under-secretary to approve or amend the plan which is 
then sent back to the Budget Division and then the CSC. After being 
approved by the CSC the plan is submitted to the Ministry of Finance which 
is also entitled to reduce the Budget before it is sent back to the MPH.
Regarding the Ministry's five year plan (1985/86-1989/90) it's most 
important objectives, based on the governments current Five Years 
Development Plan, are; the development of the workforce by raising their 
efficiency, the strengthening of the Kuwaiti workforce, reducing dependence 
on expatriate labour by adopting modern technology, redistributing surplus 
labour at all levels and the reduction of inefficient employees to a 
minimum.
The ministry's workforce requirements are only estimated for critical 
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Actual out turn was considerably less than was planned in response to which
the Manager of Planning and Follow up reported that:
"this failure is related to the reduction of the budget of the 
ministry, low output of education, the attitudes of Kuwaitis towards 
certain jobs and the exaggeration of requirements by some 
departments. "
2. Difficulties of Manpower Planning Process.
The follow up report in 1988 reveals that the ministry also finds 
difficulty in achieving its annual plan. Among the difficulties mentioned 
by the Director of Planning and Follow up are:
a. Despite the increase of Kuwaiti doctors, attaining a ratio of 50% 
(roughly 750 additional Kuwaiti physicians) by the year 2000 will be 
difficult because:-
i) There is only one medical college in the country producing 40 to 50 
graduate per year over the last 5 years,
ii) There is a lack of interest among Kuwaitis in the medical profession 
because of the long years of study compared to graduates of other 
disciplines who get high salaries quickly,
iii) Some female doctors leave after marriage, and
iv) A considerable number of Kuwaiti doctors quit the MPH service to open 
their own clinics.
b. A lack of highly qualified nurses results from a scarcity of Kuwaiti
nurses and wastage as Kuwaiti nurses take up administrative jobs. The
Director of planning and follow up also pointed that:
"As Kuwaiti nurses represent only less than 8%, it is not going to 
reach 10% in the year 2000 owing to the fact that the Kuwaitis are 
not in favour of the nursing profession. The ministry will continue 
to depend on expatriate nurses for a long time. "
c. The reduction of the budget and the limitation on appointments by the 
CSC.
d. Low salaries for technicians, which does not encourage recruitment of a 
qualified technical workforce.
e. Pharmacists receive low financial rewards, one factor that induces them 
to search for better jobs within or outside Kuwait.
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f. Compulsory military service; many of the ministry's employees are 
conscripted.
7.A.4 Personnel functions in MPH
1. Recruitment and Selection
Since 1985, the approval of the CSC is granted only to fill unavoidable 
vacancies resulting from resignations, transfers, conscription, retirement 
..etc. The CSC also issued resolution 6/1982, prohibiting the appointment 
of non-Kuwaitis except as doctors, pharmacists, nurses and technicians. 
Appointments of Kuwaitis not holding secondary school certificates is 
confined to extreme cases for humanitarian considerations to sole 
supporters of a family or to the disables. Holders of intermediate school 
certificates can only be appointed following attendance at training 
programmes offered by the PAAET organised in coordination with the 
ministry.
In the light of this policy some ministries have started employing 
personnel "mostly non-Kuwaitis" under non-personnel heading of the budget. 
The MPH has employed 1454 non-Kuwaitis in the last five years in chapter 
two of its budget (purchase of goods and service).
There are several sources of recruits to the MPH. Simple applications
come mostly from non-Kuwaitis resident in Kuwait. The controller of
Appointments pointed out that;
"The children of non-Kuwaitis have started to take up studies of rare 
specializations to ensure better job opportunities owing to the lack 
of Kuwaitis in technical and medical fields."
Advertisements in local papers is a means of attracting more 
applications from suitable Kuwaitis while advertising or canvassing abroad 
is almost entirely aimed at non-Kuwaitis.
The ministry no longer recruits unskilled manual workers but contracts 
with private local companies for the provision of such services. On the 
cost of such contracts compared with the cost of employment the Director of
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Assistant Technical and Administrative said:
"It is very costly indeed and the services offered are not up to 
expectation, not to mention the problems it poses, but the government 
desire to activate the private sector to develop the economy. "
Expatriate recruitment is currently limited to vacancies that can not 
be filled by Kuwaitis. The recruitment of nurses is particularly high 
because of high turnover among this group and lack of Kuwaiti nurses. In 
1988 more than 800 expatriates were recruited of which 80% were nurses. The 
majority of the nurses came from East Asia and Egypt because of their lower 
cost.
2. Employment Contract
Three types of contract are available for non-Kuwaitis in accordance 
with the resolution 6 and 14/1979 of the CSC. The first contract is for all 
jobs, valid for one year to be automatically renewed, either party can 
terminate the contract with two months notice. The second contract is for 
employees appointed on fixed salaries with no end of service bonus, this 
contract is for the holders of secondary or intermediate school 
certificates with some experience and the employee remains on probation for 
one year. The third contract includes expatriate travel and is for higher 
grades such as advisers, doctors and specialists. Holders of this contract 
are responsible for training Kuwaitis. Only first contract, employee is 
entitled to a terminal bonus of 8% of his annual salary for every year of 
actual service.
3. Training in MPH
The MPH provides local administrative training, foreign scholarship,
local study leave and specialized training by the Kuwait Institute of
Medical Specialization (KIMS). The training officer reported that:
"Administrative training embraces all aspects of administrative work 
and financial affairs."
These training programmes are specially for Kuwaitis, and last from three
days to three weeks. The training cost per individual varies from KD 75 to
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KD 250 per course and courses are held three times a year. A lack of 
cooperation from some departments has been reported.
In addition to administrative training programmes there are 
scholarships and study leaves, for employees who seek higher degrees 
(diploma, MSc, Ph.D) or some other medical specialization, in January 1989, 
106, while a number of study leaves are granted to secondary school leavers 
to obtain diploma or university degrees, also, 97 of whom 79 are Kuwaitis. 
One problem facing the ministry is that most of these employees leave the 
ministry seeking better job opportunities after graduation.
Administrative training is offered only to those of supervisor level or 
below. On-the-job training is not available in the ministry nor is 
"counter-part" training except for technical jobs at the KIMS. The pass 
rate in training programmes, scholarships, and study leavers is on average 
of 75-80%. No training is available to a manager wishing to become a senior 
manager, promotion is granted without any training programme (Training 
officer).
The KIMS was established in 1984, programmes are designed specially for 
Kuwaiti doctors although some courses include doctors from other Gulf 
states. Of 49 doctors currently receiving training 30 are Kuwaitis (18 
females and 12 males) . KIMS, in conjunction with institutions abroad 
provides scholarships for Kuwaiti doctors. Seventy Kuwaiti doctors (23 
females) are now on scholarship grants in UK, USA, Canada and Yugoslavia.
The KIMS supervises on-the-job training programmes and annual training 
programmes for both Kuwaiti and non-Kuwaiti nursing staff. Lack of 
commitment from some departments in sending unsuitable people to attend 
courses, very low training budgets, the non-availability of some training 
facilities, and non-availability of qualified Kuwaitis are all problems 
experienced at the KIMS.
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4. Grades and Wages and Salaries
The MPH adopts the pay scales designed by the CSC for all governmental 
departments. Table (7.A.6) gives employees by grade and shows that non- 
Kuwaitis are spread throughout the pay grades. However, payment of certain 
allowances exclusively to Kuwaiti causes pay difference typically around 44 
to 51%, between Kuwaiti and non-Kuwaiti as shown by the following example.
Employees on grade 4 in general posts, married with 
three children (non-Kuwaiti appointed prior 1979)
Kuwaiti Non-Kuwaiti
Basic
min max min max
Salary 260 310 260 310
Social
allowance 170 170 55 55
Children 90 90 30 30
Gross pay 520 570 345 395
The differences in vocational posts range between 95-106% in favour of 
Kuwaitis.
5. Labour Wastage
Table (7.A. 7) shows the labour turnover rate in the MPH in 1980 and 
1988. The total rate was low at 2.6% in both 1980 and 1988 and did not 
differ greatly between Kuwaitis and non-Kuwaitis. More than one reason can 
be suggested for this:- a) the majority of the staff are specialists who 
have little chance of finding alternative employment, b) general staff 
(particularly administrators) find the work in the MPH more attractive in 
terms of flexible working hours, light work and relatively good pay, c) 
certain jobs in the ministry do not require high qualifications or 
experience particularly from Kuwaitis, and d) in recent years, job 
opportunities elsewhere have become scarcer reducing mobility. The last 
reason is evident by the drop in the Kuwaiti female turnover from 9% in 
1980 to 1% in 1988.
Table (7. A. 7) also shows the growth rate in 1980 and 1988, and 
indicates a dramatic drop due to the slow-down in the construction of
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hospitals and clinics. Most of the new recruitment in the last few years is 
of nurses.
6. Performance Appraisal
Performance appraisal of the workforce falls into two types. The 
initial appraisal is conducted only once for employees under probation to 
determine their suitability for the job. The annual appraisal aims to 
evaluate the employees' performance, identify efficient employees and 
reward them in grading.
The majority of problems facing the department of administrative 
affairs are caused by Kuwaitis, some do not properly observe working hours, 
difficult to reward and punish Kuwaitis , others keep complaining about 
their employment status. While some consider their employment temporary 
until they find a better job opportunity, adversely affecting their 
productivity. Non-Kuwaitis pose fewer problems, show more care and 
discipline.
7.A.5 Kuwaitisation policy in MPH
The Kuwaitisation policy of the MPH stems from the objectives of the 
Five Year Development Plan (7. A. 4.1 above). The main instruments of 
Kuwaitisation are training (7.A.4.3 above) and the CSC restriction on the 
filling of positions with non-Kuwaitis (7.A.4.1).
Problems facing the implementation of Kuwaitisation policy as reported 
by the Director of Planning and follow-up, in addition to those mentioned 
in (7.A.3.2) above include, the Kuwaiti preference for administrative jobs 
and the lack of incentive for the non-Kuwaitis to train the Kuwaitis.
7.A.6 Industrial Relations in MPH
The MPH employees union is considered to be the main trade union in the 
government sector and was established in 1964. There are two kinds of union 
membership, Kuwaitis with the right of nomination and election and non-
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Kuwaitis with no such rights (this applied to all unions in Kuwait whether 
in the public or private sectors). In 1988, the union membership is 3,528 
people, 11.3% of the total workforce and Kuwaiti represented 13,105. The 
low participation is related to lack of awareness of importance of union 
and trade unionism is perceived as politics. Only 2% of the ministry's 
women employees are members of this union as women employees prefer to be 
members of women associations. Union budget in 1988 amounted to 139,008, 
including 12,000 Government subsidy.
The MPH employees union is a member of the Kuwait Trade Union 
Federation (KTUF). There is no special department or division with which 
the union deals to solve its labour problems and contact is made directly 
with the Assistant Under-secretary of Services and Administrative Affairs.
Among the achievements of the union was the attainment of various 
allowances and an agreement with the authorities to hold a specialized 
courses for some ministry employees to improve their qualifications. .The 
Union participates in collective demands with other trade unions in the 
government sector including : 1) the representation of trade unions in the 
membership of the Personnel Affair Committee, 2) increased salaries in the 
government sector, 3) compulsory retirement after 30 years of service to 
provide opportunities for young Kuwaitis to occupy leadership positions, 
and 4) the unification of the salary scales of different occupational 
groups.
It has been reported that relations between the union and the 
management are good and problems are amicably settled through direct 
contracts and informal channels which the union is keen to maintain and 
develop.
7.A.7 Conclusion MPH
Despite pressure from government, especially the CSC, the process of 
Kuwaitisation appears to have stalled in this organisation as it faces the 
constraints imposed by the Kuwaiti educational system, in particular the
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low output of doctors, specialists, and technicians in addition to the 
apparent reluctance of Kuwaitis to undertake jobs such as nursing. The 
Kuwaiti reluctance to accept manual occupations is being side stepped by 
contracting out such services while Kuwaitisation of administrators is 
beginning to reach saturation level. Early retirement is a problem with 
qualified Kuwaitis leaving in their mid 40s. The trade union is solely 
concerned with better pay and opportunities and not interested in 
Kuwaitisation.
Female representation among MPH employees is considerable. This is 
attributable to the fact that in the past low educational attainment 
(intermediate schooling) was enough to get a job in the ministry. 
Moreover, the MPH provides wide opportunities for segregated employment. 
This suggests that socially worthwhile, segregated roles might be 
attractive to less educated Kuwaiti females who are not presently 
participating in the labour force. This factor would be unimportant unless 
organisations are willing, as the case in MPH (7.A.4.1 above), to provide 
basic training courses. These are unpopular with school leavers but under 
another name than "vocational training" obviously have some role to play.
7.B KUWAIT OIL COMPANY (KOC) CASE No.4 
7.B.1 Introduction KOC
British Petroleum and Gulf Oil Corp of the USA jointly set up the 
Kuwait Oil Company (KOC) in 1934 to undertake Petroleum production, 
refining, exporting and marketing. The Kuwaiti government became the sole 
owner of the company in 1975. KOC is one of four government controlled 
companies which specialize in exploration and production, and its labour 
force represented 35.4% of total oil sector workforce in 1988 (ie 5457 out 
of 15404)
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7.B.2 Workforce in KOC
1. Numbers and Nationalities
Table (7.B.1) distributes KOC workforce by nationality. Total workforce 
grew by a considerable 78.6% in 1975-80, followed by small growth in 1980- 
85. Since 1985 the labour force has been static. This may be attributed to 
low oil production as well as automation. In January 198 9 Kuwaitis 
represented 55.7%, other Arabs 27.5%, Asians 14.6% and other nationalities 
(mainly Europeans and Americans) 2.2%. The ratio of Kuwaitis in the
workforce increased from 46.8% to 55.7% during the period 1975-1989. The 
Deputy Managing Director for Administrative Affairs specified the reasons 
as follows:
1. Government Policy specifies total Kuwaitisation in production 
operations.
2. KOC applies a Kuwaitisation policy to management and production
positions and achieved 100% Kuwaitisation to top management and 80% 
production posts.
3. The Labour Union's involvement in the recruiting process resulted in 
higher Kuwaiti recruitment.
4. Availability of better job opportunities for non-Kuwaitis in the other 
Gulf oil producing countries, led to a relative reduction in expatriates.
5. Kuwaitis like working in the oil sector due to higher salaries compared 
to the civil service.
However, Kuwaiti employment was already at quite a high level in 1975,
so Kuwaitisation, in terms of increasing the proportion of Kuwaitis, has
only progressed modestly and been little progress since 1987. The Personnel
and Relations Manager argued that:
"This is related to the non-availability of qualified Kuwaitis, 
particularly in petroleum, mechanical and chemical engineering and 
the development programme required adequate preparations and time. n
Asian manpower increased from 286 workers in 1975 to 794 in 1989, an
increase of 178%, while in contrast, the number of European and Americans
fell from 277 in 1980 to 119 in 1989. KOC is no longer keen to appoint
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Europeans because they are very expensive and recently Kuwaitis have been 
developed to take such jobs, whereas Asian labour is seen as a cheap 
alternative to employing Arabs (similar to MPH, 7.A.2.1)
2. Workforce by Sex
Table (7.B.2) illustrates KOC workforce by sex. Female employees 
represent 9.4% of total staff. The low rate can be attributed to the nature 
of the work, remoteness of KOC offices, lengthy working hours (7am - 4pm) 
and shift work.
Kuwaiti females represent 14.5% of the KOC female staff. The 
Superintendent for Manpower and Benefits explained that in addition to the 
above, Kuwaiti females are reluctant to take secretarial, typing and 
nursing jobs (in KOC's Al-Ahmadi Hospital). She also stressed that some KOC 
departments are closed to females due to the nature of their work. However, 
non-Kuwaiti females willingly accept secretarial, typing and paramedical 
positions and should represent an opportunity for long term replacement 
especially as 213 of these are in 'specialist' occupations.
3. Workforce by occupation
Table (7.B.3) shows the distribution of KOC workforce by occupation and 
the development between 1981 and 1989 and reflects clearly the KOC policy 
toward Kuwaitisation in particular production jobs. It is noticeable that 
Kuwaitis skilled and semi-skilled manual workers (mostly production 
workers) represented about 69% in 1981, of total workforce in these 
occupations. In January 1989 the percentage of Kuwaitis went up to 81%.
However, the number of Kuwaiti is very low in specialist occupations 
(doctors, pharmacists, nurses, chemists and physicists) where they 
represented only 1.5% in 1981 and 4.4% in 1989. Some of these specialities 
are not "oil" jobs, but others are undoubtedly strategic for the smooth 
running of the company.
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In 198 9, Kuwaitis represented 31% of total unskilled labour down from 
69.6% in 1981. A senior official attributed this decline to automation of 
some supporting services, young Kuwaitis reluctance to take "menial" jobs 
and some old Kuwaiti employees taking early retirement. The fall in the 
number of Kuwaiti trainees arises from the low projected needs of the 
production function.
4. Workforce by Age Structure
Table (7.B.4) shows that 53% of the Kuwaiti workforce is less than 30 
years old while only 11% are 40 or above. This reflects the fact that
Kuwaitis recruited into production occupations needed no extensive
experience. The low number of Kuwaitis over 40 years of age can be 
explained by the fact that there were few nationals employed in the early
years of KOC and the early retirement age of Kuwaiti staff (414 out of 460
Kuwaiti employees who retired between 1983-1988 took early retirement).
Non-Kuwaitis are normally required to have suitable experience before 
recruitment. Therefore, they are mostly concentrated in the age group 35 
years or above (73%). There are 205 non-Kuwaitis age 55 and over presenting 
a good opportunity for replacement. The Manpower Planning Officer said 
that:
"The company is indeed implementing a plan to prepare Kuwaiti staff 
for such replacement. When non-Kuwaitis reach 60 years, qualified 
Kuwaitis will assume their jobs either by way of promotion and 
transfer from other departments or by fresh graduates. "
He also added that:
"Some old non-Kuwaitis are retained for their long experience while 
others request extension of their service which may be approved by 
the Chairman of the Board for a period of upto five years. "
5. Workforce by Length of Service
Over 61% of Kuwaitis have been employed at KOC for 10 years or less. 
While only 6.1% of Kuwaitis have been in service for 21 years or more, 
further indication of the extensive recruitment of Kuwaiti nationals in 
recent years and the extent of early retirement (Table 7.B.5).
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However, there is evidence that the momentum towards Kuwaitisation has 
been lost in the last two years; the proportion of Kuwaitis among staff 
with less than 2 years service is 59.4%, lower than the 69.3% for Kuwaitis 
among staff with 3-5 years services. The 6.1% with over 20 years service 
represent only those Kuwaitis in top management positions or others who are 
paid over KD 950, the pension ceiling provided by the Social Security law.
7.B.3 Manpower Planning in KOC
The Personnel and Public Relations Manager defined the Manpower 
planning as:
"provision of qualified xaanpower requirements, particularly Kuwaitis 
for the following year. "
He added that:
"A major objective is to increase the Kuwaiti personnel percentage in 
all new and vacant positions with special emphasis on production 
operations. "
On the request of its holding company (KPC) KOC worked out a five year 
manpower plan in 1985, aiming to achieve 56% Kuwaitisation by the end of 
1990, and this target has clearly been attained.
1. The Manpower Planning Process
On receipt of KPC's general production target and budget, KOC develops 
its plans within the limits set by the approved budget. The "Manpower 
Planning Department" advises other KOC departments of their current 
workforce and available budget. Departments assess their manpower needs for 
the next year and justify these for all job categories. A thorough analysis 
of the proposed manpower plan is made by KPC against the approved budget 
and prescribed objectives. It is also matched with last year's plan and 
expected projects and activities in progress.
The manpower needs are determined by departments in accordance with 
their work load and experience. KOC uses no mathematical methods to 
forecast manpower demand. Over-estimates are a familiar result of the use 
of conventional practices. For instance, the 1988/89 plan showed a demand
209
for 341 new employees, but KPC decided there was no need to increase the
workforce which proved to be sufficient. The Personnel and Relation Manager
stated that:
"In KOC management’s opinion, the proposed needs far exceed the
actual requirements and their absence has had no effect on
departmental productivity. "
He also disclosed that:
"Such proposals are intended to maintain a higher number of vacant 
position for Kuwaiti nationals until a suitable applicant is found. "
KOC has recently produced an internal five year manpower plan (198 9-
1993) as yet unapproved by KPC, which aims to attain 65% Kuwaiti workforce
rate by the end of the period with more emphasis on total Kuwaitisation of
oil production operations.
2. Difficulties in Manpower Planning Process.
The following problems were cited by the Manpower Planning Officer:-
1. Plans are not given sufficient consideration by Managers and never 
executed as they should be.
2. Attention is focused on currently available manpower without regard to 
future variable factors, production variations, new projects or higher 
manpower wastage.
3. Compulsory military service; there are currently 130 staff doing 
military service.
4. Specialists in petroleum, chemical and mechanical engineers are rarely 
found on the local labour market. They represent over 60% of KOC's 
requirement for additional manpower.
5. KPC takes time to discuss and approve plans and interferes in the KOC 
planned manpower.
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7.B.4 Personnel Functions in KOC 
1. Recruitment & Selection
Official recruitment policy is that priority is first given to Kuwaiti 
nationals, followed by other Arabs, then other expatriates. Directives 
state that:-
1. Absolute priority is given to Kuwaitis in engineering jobs.
2. Clerical job3:
a. Reception and record keeping jobs are completely reserved for Kuwaitis.
b. In the secretarial and typing jobs priority is accorded to any Kuwaiti 
applicant if he/she accepts.
3. Jobs in the production operations are reserved to Kuwaitis.
4. A Kuwaiti who is a university graduate (or over) is initially appointed 
at the base grade (26).
5. A minimum qualification of the secondary school certificate is required 
to be recruited in any job in KOC.
In 1988, of 250 recruited 127 were Kuwaitis, 51% as compared with over 
54% in 1980 and succeeding years. The Recruiting Superintendent said that:
"Since 1982, the recruiting process has been very liznited, in
conpliance with KPC directives stating that no recruitment should be 
made except for actual vacancies."
He added that:
"The conditions created by Iran-Iraq war have also affected the
recruiting process as oil production was for sometime cut or halted, 
and new expansions totally curtailed."
The Recruiting and Selection Officer reiterated some problems facing
KOC in the recruitment process including:
1. Lack of local specialists, but demand for administrative work,
2. Candidates chosen not on the basis of ability but because of "who they 
know",
3. Interventions from KPC and the labour union,
4. Some KOC departments are reluctant to have Kuwaiti staff and do not
accept Kuwaiti female employees,
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5. Military service, and
6. Kuwaiti female applicants are scarce.
2. Contract of Employment
Following a similar pattern to MPH there are several types of 
employment contracts for the different KOC personnel, for Kuwaitis, other 
Arabs, Asians, Europeans and Americans, and for doctors, in addition to 
temporary contracts. All these contracts impose no financial commitment to 
the company upon contract termination except a three months prior written 
notice in case of termination by either party and end of service benefits, 
which amount to one month pay for less than five years services and two 
months for less than ten year services and so on.
3. Training in KOC
KOC has a number of training programmes for its personnel. Such
programmes include a 3-5 years qualifying course for Kuwaitis conducted at
the training centres (established in the 1960's) and on-the-job. A 2 years
training course in production operations for Kuwaitis at the Kuwait
Institute for Scientific Research (KISR), the PAAET and Kuwait University.
The KOC training budget amounted to KD4m per year and it is derived from
KPC training budget.
In January 1989, there are 15 trainees at the Training Centre
(production operation) paid between KD 250-300 per month. Asked about the
low number of trainees compared with 1981 the Superintendent for Career
Development Services commented:
"The production jobs now seen as overstaffed with more than 80% 
Kuwaitis. In the last few years, 200-250 new staff were appointed in 
this activity and it was recommended by KPC that new recruitment 
should be only for actual vacancies as a remedy for overstaffing at 
KOC. "
In addition, KOC adopted graduates under development systems (UDs) 
programmes for Kuwaitis to train graduates in engineering science and 
mathematics for the specialisations required in the oil sector engineering
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because of the persistent shortages of Kuwaitis in these fields. So far, 35 
graduates have completed the programme and 88 are still in the training 
programme. Further, there are 26 employees studying abroad for degrees in 
engineering disciplines.
The Superintendent of the Career Development Service, indicated some 
problems negatively influencing the progress of the training programmes.
1. Non-availability of sufficient Kuwaiti graduates qualified in the oil 
sectors' specialisations. 2. Lengthy training and qualifying periods 
discourage some Kuwaitis from undertaking training. 3. Poor training 
facilities including trainers and equipment. 4. Compulsory military service 
for Kuwaitis means they often join the army before ending their training 
courses. 5. A lack of cooperation in training Kuwaiti staff from non- 
Kuwaitis who are given no incentives to train their replacements.
There are no organised programmes for management development in the 
light of each departments' needs but training courses for managers are held 
locally and abroad. During the last five years seven Kuwaiti managers were 
developed for replacement purposes.
4. Grades and Wages and Salaries
Table (7.B.6) shows that Kuwaitis form over 53% of total labour force 
at grades 20-26 confirming that they are mainly concentrated in higher 
salaried jobs. Differences between Kuwaiti and non-Kuwaiti salaries result 
from the initial pay offered to Kuwaiti staff appointed two grades above 
his expatriate counterpart plus the payment of the family allowance and 
child allowance to Kuwaitis only. This results in differential rates in the 
range of 33.2% to 74% in favour of Kuwaiti staff (ie grade 26 and 30) a 
clear indication that the policy of Kuwaitisation is costly, especially at 
the lower grades. It is noticeable that non-Kuwaitis are represented at all 
grades, with 21% being at the top (20-24) of the grading scale.
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It is hardly surprising that KOC salaries attract large numbers of 
Kuwaitis as they exceed the Civil Service scales by 16-70% for university 
graduates and by 16-61% for holders of secondary school certificates.
5. Labour Wastage
Table (7.B.7) indicates that the KOC workforce turnover rate fell from
5.4% in 1980 to 4.5% in 1988, if those transferred to a sister company are
excluded (299 employees of which 179 were Kuwaiti, left KOC in 1988 due to
a reorganisation in the national oil industry). But this represented a fall
in the Kuwaiti turnover and a rise in that for non-Kuwaitis.
In a study performed at KOC to investigate the manpower turnover rate 
by nationality and occupation in the years 1975-88, it was found that the 
rate among European Employees was about 23%, while for other Arabs and
Asians it was 5%. The highest wastage rate was recorded in nursing,
maintenance and service jobs. The low rate among Kuwaitis was attributed 
to their high salaries and lack of better opportunities in other sectors.
6. Performance Appraisal
Performance appraisal is conducted in March every year with the main 
objectives being to reward employees for high performance, decide
promotions and assess training and development requirements.
One problem facing the Personnel Department is the incessant demand 
from Kuwaiti employees for equivalent status and remuneration compared
with their peers regardless of any other evaluation factors. Varied 
opinions were expressed at KOC in respect of staff productivity and 
employment. One senior official said that non-Kuwaitis are more productive 
than Kuwaitis, more experienced, fear termination and work hard to prove 
their proficiency.
However another KOC official said that non-Kuwaiti's are unwilling to 
give effective training to Kuwaiti's, but try to keep the Kuwaiti from
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efficient job experience for the longest period possible. A third opinion 
stressed that the non-Kuwaiti who fears that he will inevitably be replaced 
is less productive than one who feels safe in his occupation. Non-Kuwaitis, 
unlike Kuwaitis, generally accept extra work even if it exceeds the limits 
permissible by law.
7.B.5 Kuwaitisation policy in KOC
Before 1963, oil companies had a free hand in staffing and were almost 
completely manned by Westerners and cheap labour from India and Pakistan. 
In December 1963 they were officially notified that they should start 
working towards the Arabisation of at least part of their manpower.
Kuwaitisation in KOC began in 1969 when the company started a general 
reduction in non-Kuwaiti manpower with the approval of the Ministry of Oil. 
The main measures of the Kuwaitisation policy in KOC are:-
1. Training of graduates and holders of secondary school certificates for 
jobs in management supervision, petroleum specialisms and production.
2. Pay differentials, vis-a-vis non-Kuwaitis and other local employees, 
attract and retain Kuwaiti staff.
3. The appointment of Kuwaitis to some posts regardless of their ability 
(clerical posts, 7.B.4.1)
7.B.6 Industrial Relation In KOC
The labour union for KOC workers was established in 1964 and is an 
active member of the General Union of Petroleum Workers (GUPW). The labour 
union* s membership is comprised of Kuwaitis with full rights and non- 
Kuwaitis who have no such rights. In 1988, over 68% of the total KOC 
workforce were union member (84% of Kuwaiti). Union budget is amounted 
KD56,616 (21.2% Government subsidy). Almost all disputes arising between
KOC and the labour union have so far been settled amicably. These tended to
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involve minor questions of pay and conditions, and it deals with Industrial 
Relation Department in KOC.
KOC's current labour relations mainly concern problems of poor Kuwaiti 
attitudes towards work discipline, manifested in absenteeism, indifference 
and immaturity.
7.B.7 Conclusion KOC
KOC appears to be in advanced stages of Kuwaitisation in management and 
production posts (with hints of over-staffing and at a high cost) while 
progress in areas such as engineering, specialisms and clerical posts has 
been losing momentum. Positively, the company appears to have made manual 
(production) operations acceptable to Kuwaitis, mainly through attractive 
terms of pay and probably because of the good image of the oil industry. 
Also, the company has a coherent and relevant training policy, (though this 
ignores the potential of Kuwaitis who do not have a secondary school 
certificate) helped the process.
On the negative side, KOC (like MPH) has not succeeded in providing 
incentives for non-Kuwaitis to train their successors. While the high 
remuneration, which inevitably translates into high potential pensions, may 
be indirectly responsible for the high level of early retirements among all 
but the highest paid. Apart from early retirement, turnover among Kuwaitis 
males is notably low (2.2% in 1988) implying that KOC is an attractive 
place to work for many Kuwaitis.
7.C KUWAIT AIRWAYS CORPORATION (KAC) CASE No.5
7.C.1 Introduction KAC
Kuwait Airways Corporation (KAC) was established in 1954 as a private 
sector company but after a difficult eight years became Government owned in 
1962, and in 1964 became the sole air carrier in Kuwait. It's share capital
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is now KD 350m and it has air fleet of 19 modern aircraft serving 45 
foreign stations.
In October 1981, the Kuwait Air Service Company (KASCO) was established 
to provide services for aircraft of KAC and other lines operating in 
Kuwait. More than 395 of KAC's unskilled workers were transferred to the 
new services company; all were non-Kuwaitis.
7.C.2 Workforce in KAC 
1. Numbers and Nationalities
Table (7.C.1) shows that the local KAC workforce increased during the
period 1975-1988 by nearly 182%. By nationality, Kuwaitis increased by
852%, other Arabs 71%, Asians 230%, and others only 9.6%. The share of
Kuwaitis increased from 10.7% to 36.1% during the period. This increase was
attributed by the Assistant Manager for Personnel Affairs to;
"Priority to Kuwaiti candidates in all selection and recruitment 
procedures to fill management and supervisory jobs, which confer a 
high level of satisfaction, high pay and prestige. "
The considerable increase among Asian workforce, a familiar feature in 
other cases, follows the company policy to attract relatively cheap though 
often highly qualified labour.
The KAC workforce showed a decline of 1100 or 16.4% between 1985 and 
1988. This provided a major spur to Kuwaitisation with a decrease of 1396 
(28%) in number of non-Kuwaiti personnel and an increase of 296 (17.1%) in 
Kuwaiti employees. The contributing factors were summed up by the Personnel 
Manager as :
1. Some cutbacks in the level of activity due to external conditions. 2. 
The transfer of lower paid service workers to other local companies (i.e 
contracted out) in addition to the creation of KASCO. 3. Introduction of 
advanced technologies in ticketing, sales, flight, reservation and security 
system.
21?
4. Rationalisation of expenses and the end of the states’ subsidy to KAC 
for fuel prices.
2. Workforce by Sex
Table {l.C.2) shows that only about 16% of total KAC employees are 
female of whom only 19.3% are Kuwaiti. It has been reported that Kuwaiti 
female staff are particularly reluctant to take the shift working jobs 
required in the traffic reservations and air cargo departments and are also 
unwilling to work as stewardesses. Moreover, some jobs in engineering and 
air navigation are unsuitable for Kuwaiti females who also refuse to be 
employed in KAC offices abroad.
3. Workforce by occupation
Table (7.C.3) shows a familiar concentration of Kuwaitis in the more 
prestigious occupations, while of the 1,257 clerical staff only 27.8% are 
Kuwaitis, a low representation in an occupation where one might expect to 
find a large number of Kuwaitis. It was explained that Kuwaitis are 
reluctant to accept typing, secretarial and operations positions or other 
jobs requiring shift working. Table (7.C.3) also indicates that there are 
no Kuwaitis in unskilled jobs, mainly due to social attitudes to manual 
work.
The highest representation of Kuwaitis is found in the managerial 
positions (ie only 6 non-Kuwaitis out of 63) , and also among technicians, 
pilots & engineers and supervisors. This social attitude is reinforced by 
the application of KAC's Kuwaitisation policy, which aims to cover all 
management, supervisory and specialist positions with the help of 
attractive pay scales and benefits such as free air travel.
Additional information indicates that between 1983 and 1988 Kuwaitis 
female staff increased from 84 to 171 as a result of a new interest in some 
jobs in KAC such as administration, supervision or information.
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4. Workforce by Age Structure
As shown in table (7.C.4), about 57% of the total KAC workforce are 34 
years or below. Most Kuwaitis are recruited young, 62.1% are below 30, 
while these are only 16 who are older than 45. In contrast non-Kuwaitis 
have to have proven experience and the majority are over 30. Table (7.C.4) 
also shows that only 4.1% of Kuwaitis employees are 40 years or above, an 
indication that the early retirement option is a major impediment to the 
appropriate application of Kuwaitisation in KAC.
Asked about the 160 non-Kuwaiti of 55 years or over the Assistant
Manager for Personnel replied that :
"there exists a plan to recruit and train nationals so that they may 
replace people who retire. However, the company retains some 
expatriate workers particularly those who have very long experience 
that can be used for training of Kuwaiti staff. "
5. Workforce by Length of Service
Table (7.C.5) indicates that over 69% of the total KAC workforce has 
been employed for 10 years or less, mainly due to replacement and transfer 
policies. Only 4.5% of Kuwaitis have been employed at KAC over 15 years, 
another indication that Kuwaitis persist in taking advantage of their right 
to early retirement. The low proportion of Kuwaitis recruited within the 
last year reflects the higher turnover of non-Kuwaitis rather than any 
weakening in the Kuwaitisation process. Nearly 90% of Kuwaiti female staff 
have been employed for 10 years or less, a possible indication of recent 
management commitment towards female employment.
7.C.3 Manpower Planning in KAC
1. The Manpower Planning Process
The annual manpower plan is based on KAC's overall strategy which is in 
turn derived from the state's general Five Year Development Plan (1985/86 - 
1989/90). KAC's plan provided for 62% Kuwaitisation by 1990, an ambitions 
target which was to be achieved through Kuwaiti recruitment, automation and
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laying off expatriates. As automation is being used to replace non-Kuwaiti 
labour, the question was asked whether this produced any impact on Kuwaiti 
recruiting? The Assistant Manager for Research and Planning replied:
"automation will generally reduce the number of required operating 
personnel but the new Kuwaiti recruits will be useful in many other 
KAC activities, and will eventually replace non-Kuwaitis. "
She continued....
"the Kuwaiti graduates are interested in KAC jobs because of higher 
salaries, better social standing, the benefits of free tickets and 
discounts which make KAC more attractive than oil companies and 
banks."
Asked how manpower requirements are determined, the Assistant Manager 
for Personnel said this is usually based on airroute and flying hours 
(operational and technical jobs), the expansion of administrative 
departments, the need to maintain performance efficiency, non-Kuwaiti 
resignations and the results of staff performance appraisals. There are no 
mathematical or statistical methods to forecast manpower needs. An analysis 
of KAC's existing workforce is made aimed at reducing external recruitment 
and using surplus manpower through transfers to other suitable jobs. 
Manpower planning does not cover all KAC departments, but only those 
divisions where changes, developments or expansions are expected.
If total manpower demand exceeds supply this is offset by making 
attractive offers to recruits from the local labour market, or by expanding 
overtime. If supply exceeds demand, the management will terminate the 
services of staff when there is no possibility of transferring them to 
other departments. Excess manpower is sometimes retained when budget 
allocations and staff demands are anticipated in the next fiscal year.
2. Difficulties in Manpower Planning Process.
The Assistant Manager for Personnel, who is also responsible for KAC 
manpower planning unit, listed the following difficulties as hindering
22 0
effective planning:
1. Continuous changes in some departments.
2. Compulsory military service (between 150-200 Kuwaiti employees per year 
are conscripted a much heavier level than KOC).
3. Some trainees fail to attend or to pass the courses.
4. Unforeseen, and often unplanned, changes in activity for political 
reasons.
5. Exaggerated or undetermined manpower requirements due to poor 
departmental planning.
6. Non-availability of highly qualified Kuwaitis in the engineering, 
operations and financial fields.
7. Kuwaiti reluctance to accept manual and air hostess positions.
The Assistant General Manager for Administrative and Financial Affairs 
also revealed that surplus manpower has already been identified in a study 
carried out by a West German Airline. Kuwaiti youths are being trained to 
replace non-Kuwaitis. Under the Kuwaitisation policy, only non-Kuwaitis are 
affected by manpower reduction. In addition, he stated that KAC hopes that 
the proportion of Kuwaiti employees will reach 80% by the year 2000.
7.C.4 Personnel Functions in KAC
1. Recruitment & Selection
In 1988, a total of 60 Kuwaitis (24%) and 190 non-Kuwaitis were 
recruited by KAC. The Assistant Manager for Personnel explained that during 
1988, many employees resigned, Kuwaitis were conscripted and some non- 
Kuwaitis were transferred to KASCO. KAC was obliged to recruit this high 
proportion of non-Kuwaitis because it could not find enough Kuwaitis to 
fill the technical and operations jobs. KAC also relies heavily on foreign 
recruiting in the field of air navigation since such specialists are not 
available in Kuwait.
221
Normally priority is given to Kuwaitis, preferably those who have 
completed their military service and Kuwaitis are appointed two grades 
above a non-Kuwaiti with similar qualifications and experience.
As well as the problems listed in 7.C.3.2 the Personnel department also 
mentions that some departments are reluctant to employ Kuwaiti women 
because of many problems, for instance, they quit after marriage (a fairly 
groundless prejudice given the low turnover in 1988 - table 7.C.7).
KAC preferably recruits technical staff from East Asian countries to 
comply with the State's recommended policy of cost reduction, as such staff 
are willing to accept low salaried grades.
2. Contract of Employment
a. Limited period contract:- ranging from 1-2 years are offered to high 
level staff such as pilots, engineers, technical and computer staff.
b. Unlimited period contract:- are reserved for jobs requiring less 
experience such as maintenance and services as well as for air 
steward/stewardess jobs, 15 days prior notice may be served by either party 
for contract termination.
However, article (75b) of the company Act gives KAC the right to 
terminate the services of any employee without giving any reasons after 
serving a 3 month prior notice but without any financial commitment on KAC.
3. Training in KAC
Training is conducted either in the KAC Training Centre, externally at 
Kuwait University and Kuwait Institute for Scientific Research (KISR) or 
abroad with International Airline companies. The KAC training budget amount 
to KD 3 to 3.5m per year, about 1% of the total operational budget. In 
1988,158 Kuwaitis were training as pilots, air engineers, mechanical and in 
other technical specialisations in UK and USA. These trainees get monthly 
remuneration between KD 270 - 400 depending on their specialisation.
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KAC established its Training Centre in 197 8 and this currently covers 
most relevant specialisations. Over 85% of training places are for 
Kuwaitis. In 1988, the Training Centre organised 531 training programmes 
for 2433 Kuwaiti staff (of whom only 155 were Kuwaiti females representing 
about 6.4% of total trainees). Many staff attended more than one course. 
Executive and middle management level training is aimed at developing the 
managerial skills of the Kuwaiti human resources. These training programmes 
range between 3-90 days.
It has been reported by the Assistant Manager for Training and 
Development that:
"A major problem is the disinterest and carelessness shown by no less 
than 50% of Kuwaiti trainees towards their training. It is also 
difficult to find highly qualified instructors particularly in 
administrative training. "
On the job training has two objectives; to develop employees who show
administrative potential at an early stage of their career, and to develop
a framework that will help all employees achieve the optimum development of
their capabilities. KAC have adopted comprehensive on the job training
based on integrated scientific methods aimed at enhancing Kuwaiti
abilities.
The first training plan started in 1981 with the main purpose of 
meeting KAC's current and future requirements of Kuwaiti managers. However, 
this plan proved unsuccessful, mainly due to the lack of basic information 
about the organisation, and its procedures. The second plan began in 1985 
and is generally aimed at preparing and qualifying the Kuwaiti cadre to 
attain optimum performance standards in their present jobs, and be ready to 
fill higher positions. There is another training plan for the managerial 
staff. This includes field visits and educational training in computer 
applications and systems with a view to enhancing their general knowledge 
and developing professional standards. Scientific and academic aspects are 
handled by experts from outside KAC.
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Problems encountered in the implementation of these manpower 
development programmes include:-
a. Kuwaitis disinterest in training programmes.
b. Lengthy training periods caused Kuwaitis to leave in the early stages.
c. Some non-Kuwaitis are uncooperative in making the plan a success.
d. Poor educational background of some Kuwaitis and limited potential for 
development.
4. Grades and Wages and Salaries
Table {l.C.6) shows the distribution of the KAC workforce by grade and
their relevant remuneration. The effect of the higher allowances payable to 
Kuwaitis and the policy of appointing Kuwaiti two grades above a comparable 
non-Kuwaiti gives rise to considerable difference in favour of the national 
employee. The national on grade 16 could be around KD 255 a month better
off than a non-Kuwaiti on grade 14 a differential of 61% (both married) .
The national aircrew on grade 48 could be around KD 315 (39%) better off
than a comparable non-Kuwaiti graded 46. The social allowance paid only to 
Kuwaitis is an increasing fruition of total pay as the grades get lower. 
Thus, the relative cost of Kuwaitisation will increase as this policy is 
pursued more vigorously at lower levels.
Compared to an equivalent Civil servant the KAC employee enjoys a 
differential some 20-25% and can have further benefits such as free annual 
air tickets and a yearly bonus of 2-3% of total salary. Remuneration at KAC 
is broadly in line with that at KOC .
5. Labour Wastage
Table (7.C.7) shows the total workforce turnover rate slightly fall 
from 7.8% in 1980 to 7.2% in 1988 . Among Kuwaitis, this rate fell from 6% 
to 1.6%, while it increased among non-Kuwaitis from 8.2% to 10.1% due to 
automation, Kuwaitisation and cost cutting.
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The turnover rate has dropped among Kuwaitis reflecting the economic 
situation in the country. In the early 1980's, good job opportunities were 
abundant. Now, jobs are limited and the development and training programmes 
are giving Kuwaitis more specialist education so that they may stick to 
their careers. Kuwaitisation also gives more security, higher pay and 
incentives.
Commenting on the effects of automation on the employment of Kuwaitis
the Assistant General Manager for Administration and Finance said that:-
"This may have far reaching effects in the long run. But for the time 
being most of the jobs which have been automated are those jobs in 
which Kuwaitis show little interest or unavailability of Kuwaitis." 
6. Performance Appraisal
The performance of KAC employees is evaluated twice a year in April and 
October for the purpose of promotion, periodic allowance and training 
needs. Appraisal forms include such performance traits as work 
accomplishment, direction of subordinates, dealing with others, attendance, 
awareness of and adherence to rules, conduct and working under exceptional 
conditions.
It is again reported that Kuwaitis are more undisciplined while non- 
Kuwaitis are far more disciplined and productive.
7.C.5 Kuwaitisation Policy In KAC
The Head of the Training Division reported that :
"the corporation has been very active in Kuwaitising the higher,
middle and executive management."
Kuwaitisation policy is based on the recommendations of the State's current
Five Year Development Plan (1985/86-1989/90) . To achieve this policy, KAC
adopted the following steps:
1. Training programmes for Kuwaiti nominees in relevant specialisation, 2.
Promotion of Kuwaiti staff to replace expatriates, 3. Priority given to
Kuwaitis to fill any vacancies, 4. On-the-job training, 5. The post of 
Assistant Manager was established so that a Kuwaiti could work closely with
225
managers and eventually replace them, and 6. An intensified programme for 
Kuwaitis to visit world airlines to get more experience, and pursue active 
participation in local and International conferences and seminars.
Yet despite these measures senior management still report the short 
term problems in finding suitable and willing Kuwaiti employees mentioned 
above.
7.C.6 Industrial Relations in KAC
In 1988 the KAC employees union had 2,131 members representing about 
38% of total workforce (female membership is 130 about 15%). Kuwaiti 
members represent 42% of the Kuwaiti workforce.
There is no specialised industrial relations section at KAC to handle 
labour problems. The Personnel Affairs Committee negotiates with the 
union.
Union officials reported a list of achievements since its creation in 
1982 which involved minor matters of conditions of remuneration except when 
in 1987, the union successfully threatened to strike unless a new appointed 
non-Kuwaiti female member staff (given a higher position then she deserved) 
was dismissed. Problems facing the activities of union include covert 
threats to personnel who join the union, a limited budget (only KD37,572 
with 32% Government subsidy), the labour laws in the country and lengthy 
formalities to reach those who can solve a problem.
7.C.7 Conclusion KAC
KAC has exhibited a quite a rapid recent improvement in Kuwaitisation 
although the increase in 1988 of 1.5% was well down on the 5.4% achieved in
1987. Of course progress is uneven with typical resistance in manual, 
service and clerical occupations. The KAC manual operation have been partly 
demerged over the last few years while the clerical area is most capable to
226
automation. It will be interesting to see if Kuwaitisation regathers the 
momentum of 1986 and 1987.
Positively, the corporation has backed up strong pay differentials in 
favour of Kuwaitis with seemingly comprehensive training programmes. 
Automation has still quite a lot of potential as has the increased 
employment of Kuwaiti females, if the apparent prejudices of some 
departments (and possibly the union) can be overcome. The corporation seems 
to regard older non-Kuwaitis as a positive asset in training their 
replacements . To every non-Kuwaiti manager there is a Kuwaiti assistant 
manager to take over his superior’s job in due time. However, not 
unexpectedly, there is resistance and non-cooperation from the part of some 
non-nationals.
On the negative side the Kuwaitisation of the positions of stewards and 
stewardesses is not going to be solved by automation but only be a 
fundamental change in attitudes. Diverging such activities to 'outside' 
companies merely moves the problem rather than solving it. The problems of 
military service, early retirement and poor Kuwaiti attitudes to work 
mentioned in other cases were again stressed by the participants in this 
case.
Overall, it seems unlikely that 62% target ( share of Kuwaitis in the 
workforce) by 1990 is going to be met.
7.D THE KUWAIT PUBLIC TRANSPORT COMPANY (KPTC) CASE No. 6 
7.D.1 Introduction KPTC
Kuwait Public Transport Company (KPTC) was established in 1962 and is 
the sole state company responsible for running local and international land 
transport. The company provides the following services: a) public transport 
passenger service, b) transport services to students, c) collective 
transport services for ministry and public authorities, d) Haj and Omra 
(pilgrimage) transport services to and from Saudi Arabia, e) the
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maintenance and repair of government vehicles and f) all local seafaring 
passenger transport.
The company's fleet at January, 1989, amounted to 2600 vehicles, mostly 
buses for a transport network of about 60 routes and some vehicles for 
private hire.
The proportion of Kuwaitis employed in KPTC has remained at less than 
4% throughout the 1980's and fell in the last two years to 2.6%.
7.D.2 Workforce in KPTC
1. Numbers and Nationalities
Table (7.D.1) shows that the total workforce of KPTC amounted to 5,547
in January 1989, up 11% since 1981. The share of Kuwaiti nationals in the
company's labour force has remained low and virtually unchanged since 1981
(2.6%). The total workforce dropped by 11% from 1985 to 1989 due to a fall
in demand, reductions in wages and salaries leading to resignations, and
the introduction of automatic fare machines which enable the company to
terminate the services of bus conductors.
Table (7.D.1) also reveals that as in earlier cases a high percentage
(72%) of company's workforce are Asians. The Director of Traffic explained:
"The Asian workforce is cheap and reliable. They treat the passengers 
decently and are friendly and untrovblesome. ”
2. Workforce by Sex.
Table (7.D.2) show that the percentage of females in the KPTC is only
0.8% and includes just 10 Kuwaiti females. This can be attributed to the
nature of the company's work, 56% of the workforce are drivers or unskilled
manual labourers, jobs that do not appeal to women, and which involve
demanding work hours and shifts. The Deputy Director of Administrative
Affairs and Services commented:
"Kuwaiti females do not favour the jobs of secretaries and typists, 
they also do not like dealing with heterogeneous uneducated people 
such as drivers and manual labourers."
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3. Workforce by occupation
Table (7.D.3) illustrates that 3,977 of the KPTC workforce are either 
technicians or drivers (72% of the total workforce). The administrative 
cadre comes third with a share of 16.6%.
Examining the representation of Kuwaitis in different occupational
categories reveal that while 77.3% of managers in KPTC are Kuwaitis, and
around 11% of administrators and clerks, their share drops to 0.6% among
technicians and zero among drivers and unskilled workers. The Personnel
Manager commented:
"The high representation of Kuwaitis in the managerial category is 
the result of the company’s policy of Kuwaitisation of higher 
administrative and managerial categories."
He added
"Kuwaitis do not like to work as drivers on our lines owing to social 
customs and traditions on one hand and to the low wages of these two 
categories on the other hand; Kuwaiti technicians are few in number 
and have better job opportunities elsewhere, not to mention stringent 
work hours and shifts."
It has been reported that among the few engineers the proportion of 
Kuwaitis is high and it was revealed that this can be attributed to 
generous allowances of about KD 150 per month paid in compliance with the 
company's policy of attracting more Kuwaiti engineers.
Unexpectedly, the share of Kuwaitis among administrators is 
significantly low (11.4%). It was reported that this is due to the fact 
that most of these jobs are at depots scattered all over Kuwait which makes 
them unattractive jobs for Kuwaitis especially females (as noted above).
4. Workforce by Age Structure
Table (7.D.4) shows that while the majority of the company's workforce 
(56%) lies between 30 and 40 the Kuwaitis working in the company are 
generally young. Only 16 Kuwaitis over 40. The Head of the Employment and 
Appointment said:
"Kuwaitis usually retire from service on the completion of 20 years 
of service to avail themselves of early retirement benefits. "
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The number of Kuwaitis in the younger age groups can also be attributed
to the fact that many Kuwaitis were recently employed following the
Governments full acquisition of the company. Concerning non-Kuwaitis over
60 years of age he said:
"The company extends the service of the non-Kuwaitis in this age
group by one year to benefit from their long experience and also for
humanitarian considerations (for example to enable their children to 
finish school)."
Table (7.D.4) also shows only one Kuwaiti in the age group 55-59 
against 78 non-Kuwaitis. Although it is Government policy that employers 
should prepare Kuwaiti staff to replace non-Kuwaitis over 55, officials in 
the company revealed that they had no such plans and cases were dealt with 
on an individual basis.
5. Workforce by length of service
Table (7.D.5) shows that 2,549 workers (46% of the total workforce) 
have 6-10 years of service with KPTC and Kuwaitis in this group represent 
just over 1%. Over 70% of the Kuwaiti workforce has been working with the 
company for five years or less whereas only 5% have been working with the 
company for 16 years & over. In the last two years only 29 Kuwaitis were 
recruited and the vast majority of new employment (97%) was of non-Kuwaitis 
due to the nature of the jobs being filled.
7.D.3 Manpower Planning in KPTC
1. The Manpower Planning Process
Manpower planning in KPTC consists only of the preparation of manpower
requirements for budgetary purposes. The head of manpower planning unit
(part of the Personnel Division which in turn is part of the Administrative
Affairs Department) pointed out that:
"Manpower planning is not our responsibility. The unit is responsible 
only for follow up of the implementation of the plan. "
The manpower planning process involves the following steps; first, 
general guide-lines which reflect the policy of the company are set down by
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the top management, then the personnel manager asks various departments, to 
report on their manpower requirements for the next year; the department 
present their plans to a committee which decides upon the needs of various 
departments who are then informed of the approved manpower requirements 
they may implement. The Manpower planning unit follows up the 
implementation process.
No scientific (statistical or mathematical) methods are in use to 
forecast manpower requirements. These requirements are determined according 
to the opinions of heads of departments who provide estimates based on 
their knowledge and experience.
2. Difficulties of Manpower Planning Process
The following problems were highlighted:
a. Unexpected demands for transport introduced by other Government 
departments may throw the company's manpower planning into disarray, b. The 
rationalisation for budgeted expenditure may render the company unable to 
meet its requirements of manpower, c. The failure of some departments to 
provide accurate requirements. d. The transfer of employees between 
divisions without informing the Personnel Division, e. Some Kuwaitis leave 
the company suddenly to get a more rewarding job elsewhere, while some non- 
Kuwaitis sometimes return late from leave whilst others do not come back at 
all. f. Kuwaiti excessive ambition to reach top management positions as 
quickly as possible.
7.D.4 Personnel Functions in KPTC
1. Recruitment & Selection
The Recruitment and Selection rely on applications for work from those 
among in Kuwait who contact the company almost daily seeking jobs. If 
suitable candidates cannot be found among those applicants any vacancy is 
advertised in local newspapers. In the case of vacancies which cannot be 
filled from the local labour market the company recruits from labour
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markets outside Kuwait through contacts with several recruitment offices in 
Asian and other Arab countries (particularly Egypt) and advertise in their 
local newspapers if necessary..
A committee conducts the necessary tests to ascertain the suitability 
of each applicant after initial screening. The final decision rests with 
the Head of the Personnel Department for administrative jobs, and in other 
specialisations with the Head of the Department concerned, with final 
approval by the Director of Administrative Affairs and Services.
Examinations of the recruitment and selection process in KPTC revealed 
some important points in addition to the problems mentioned in previous 
paragraphs:-
1. The company only rarely employs applicants above 45 years or below 18 
years of age recruited.
2. For Kuwaitis experience is only required from those applying for senior 
administrative jobs. No experience is required from Kuwaiti university 
graduates and the company takes the responsibility of training them on and 
off-the-job.
3. The company is still short of more than 350 drivers and technicians 
because of new routes and high labour turnover, while positions such as 
computer experts and technicians are difficult to fill.
2. Employment Contract
Contracts fall into two types:
a. Contract of limited duration, i.e local contracts of one year for the 
jobs of drivers, accountants and technicians... etc and external contracts 
of two year duration covering all job categories.
b. Open contracts for the majority of jobs with the aim of preserving a 
good quality of manpower, termination can be affected with 15 days and 
without any financial commitment on the part of the company. Under this 
contract employees receive an end of service allowance of one month salary 
for every five years of service.
232
3. Training in KPTC
Foreign labour constitutes more than 97% of the company's workforce so 
the training burden has been mitigated because expatriates are usually 
employed only if they possess a good deal of expertise and experience.
Training courses are arranged for Kuwaiti employees on and off-the-job. 
In the financial year 1987/88, five Kuwaiti employees received on-the-job 
training, two in computing and three in traffic control and 20 employees 
attended courses at PAAET and Kuwait university. The company also sends
some employees to attend training courses in Egypt and Germany in
compliance with the purchase contracts of vehicles.
Asked about management development programmes for administrators and
senior employees, the Director of Administrative Affairs and Service 
replied:
"There are no qualifying programmes for Kuwaitis since no one can 
attain such senior position without having long years of experience 
behind in another organisation or without spending a long period in 
the service of the company and is usually promoted step by step until
he/she reaches such a position of responsibility. "
4. Grades and Wages and Salaries
Table (7.D.6) shows that Kuwaitis are predictably concentrated in upper 
grades (ie 12 to 14) while no Kuwaiti is found in grade 5 and 6 which 
usually contain unskilled workers. There are 40 Kuwaitis in grade 99, but. 
they are not part of the company's permanent staff. They are either part- 
time employees or students who work temporarily during vacations or after 
school hours. Ignoring these 40 will reduce the proportion of Kuwaitis to 
only 1.9%.
Table (7.D.6) also shows the difference in the social allowances
between Kuwaitis and non-Kuwaitis. Among other advantages a Kuwaiti is
normally appointed 2 or sometime 3 grades above a comparable non-Kuwaiti. 
The Kuwaiti also receives other additional allowances and compensation
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which range between KD 50-100 to encourage them, especially in technical 
and operational jobs.
5. Labour Wastage
Table (7.D.7) reveals that the growth rate of Kuwaitis was negative in 
both 1982 (-11%) and 1988 (-9.0) although over 7 years Kuwaiti employment
expanded by 34%. Asked why the growth rate was not higher. The Director for 
Administrative Affairs and Services said:
"The company does not object to the employment of Kuwaitis and work 
opportunities are always open to them, but the better pay 
opportunities available to them outside the company reduce their 
motive in the company. The salaries of university graduates at the 
coxnpany also do not encourage Kuwaitis to seek employment with the 
company. Kuwaitis are always in a hurry to get to posts of leadership 
without acquiring the necessary experience, not to mention the 
instructions of the Ministry of Finance to rationalise expenditure 
which adversely affects the interest of Kuwaitis to join the company. 
The nature of the company's business is socially unacceptsJole and 
this together with the company’s shift system renders work at the 
company unattractive to Kuwaitis."
It has been reported that the company aspires to raise its workforce by 
1,300 drivers in the next few years by importing more from Asian countries 
to open lines in new residential areas and to exploit the expansion in 
international lines.
Table (7.D.7) also shows that non-Kuwaiti turnover in 1988 reached 13% 
against 8.2% in 1982. Such a change can be related to wages cuts, 
automation and lay offs.
The rates of turnover among the Kuwaiti workforce was 25.2% in 1982 and 
20.5% in 1988. There were several reasons given for these high rates:
1. A number of students work at the company in the afternoon and on 
graduating leave for better jobs, 2. Some Kuwaitis felt uncomfortable after 
joining the company owing to social prejudice against the company's 
business and also because of the shift period, 3. The availability of 
better opportunities outside the company and . shorter working hours, 4. 
Kuwaitis find the company's salaries unrewarding, especially undergraduates
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and feel that their chances of promotion at the company are very slim owing
to the limited number of senior and supervisory jobs.
On asking the Personnel Manager about the impact of the high rate of
employment wastage on the company's operation he stated that this
phenomenon has little or no impact on the company's business activities
owing to the readily available alternatives. In addition, asking on how
automation was being used by the company, he pointed out that:
"The introduction of computers reduced the need to rely on clerks 
especially non-Kuwaitis, because Kuwaitis can be transferred to other 
useful jobs and the company does not terminate their services. The 
same applied to the automatic fare collecting machines which allowed 
the company to terminate the services of conductors, a job of non- 
Kuwaitis. "
6. Performance Appraisal
The performance of the company's workforce is appraised once a year by 
immediate supervisors on the renewal of employment contracts. Appraisal 
aims at ascertaining the employees suitability for promotion, the 
adjustment of the financial and administrative status of some employees, 
and the granting of annual increments. One of the main elements of the 
appraisal appears to be punctuality and attendance at work.
Performance appraisal is applied to all categories of staff whether 
Kuwaitis or non-Kuwaitis. It has again been reported that the Asian 
workforce is the most disciplined, while the Kuwaiti workforce are very 
troublesome, aspire for speedy promotions, do not stick to regular work 
hours and are difficult to punish or dismiss.
7.D.5 Kuwaitisation Policy in KPTC
Interviews with company officials revealed that the company adopted a 
Kuwaitisation policy three years ago which applies solely to senior or 
skilled grades. Measures to attract Kuwaitis into the company include the 
payment of a special allowance varying between KD 30-100 per month. 
Kuwaitis also attend training courses for qualification and development and 
are given priority in promotion. The company also gives the new Kuwaiti
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graduate an advantage of more than KD 120 per month over graduates in the 
civil service. Despite these measures the company appears unable to 
overcome the social obstacles to significant Kuwaitisation even in the 
administrative posts which have responded to incentives in other cases.
7.D.6 Industrial Relations in KPTC
The KPTC does not have any trade union owing to the scarcity of 
Kuwaitis in the company and the ineligibility of non-Kuwaitis to 
participate properly in trade union activities.
7.D.7 Conclusion KPTC
Kuwaitisation in KPTC aims only at leadership and senior administrative 
positions, and even among these categories the company has so far been 
unsuccessful in maintaining a significant and stable Kuwaiti workforce 
mainly because working in KPTC does not seem to appeal to Kuwaitis in the 
way the oil or airline sectors do. The pay structure and tiny training 
programme of the company are geared only to the Kuwaitisation of higher 
grades while management appears to be satisfied with the beneficial cost 
implications of employing only cheap experienced non-Kuwaitis as drivers, 
technicians, and unskilled manual workers. Due to the nature of the work 
there is little opportunity to use Kuwaiti women, nor can automation reduce 
dependence on non-Kuwaiti drivers in the way conductors were replaced by 
machines. The large non-Kuwaiti administrative staff are probably the only 
group where policies such as higher pay could expect to result in 
significant Kuwaitisation without radical changes in social attitudes.
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Table (7.A.1) Total workforce in MPH by nationalities at the end of each
year during the period 1975 - Jan 1989.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaitis
1975 4589 11024 1266 59 16938 27.1
1980 6188 15169 4684 142 26183 23.6
1985 9283 15420 6487 195 31385 29.6
1986 10101 14542 6512 187 31342 32.2
1987 10094 14297 6427 172 30990 32.6
1988 10099 14493 6460 168 31220 32.3
Jan 1989 10109 14478 6463 168 31218 32.4
Change 1975-89 5520 3454 5197 109 14280 5.3
Source: Employees Register Division MPH, Annual MPH reports 1979-88 and 
CSC Eiployees Register, Jan 1989 (constructed)
Table (7.A.2) Total workforce in MPH by sex and nationality 1989.
Male Feiale Total X Feiale
Kuwaiti 4905 5204 10109 51.5
Non-Kuwaiti 11359 9750 21109 46.2
Total 16264 14954 31218 47.9
X Kuwaiti 30.2 34.8 32.4
Source: Eiployees Register Division, MPH Jan 1989 (constructed)
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Table (7.ft.3) Total Workforce in MPH by occupation, sex and nationality at 1980 and 1989.
Dec 1980 Jan 1989
DCC
Kuieaiti Non-Kuiiaiti Total X X Kuwaiti Non-Kuwaiti Total X X X change
T K in total1 ft 1 A
N F T H F T H F T M F T H F T H F T 1980-89
Phy 221 120 341 1397 362 1759 1618 482 2100 8.0 16.2 369 346 715 1761 456 2217 2130 802 2932 9.4 24.4 39.6
Pha 24 26 50 171 51 222 195 77 272 1.0 18.4 21 43 64 278 94 372 299 137 436 1.4 14.7 60.3
Nur 176 326 502 913 5466 6379 1089 5792 6881 26.3 7.3 3 626 629 1192 6167 7359 1195 6793 7988 25.6 7.9 16.1
Tec 819 392 1211 1612 693 2305 2431 1085 3516 13.4 34.4 1164 1345 2509 2318 1009 3327 3482 2354 5836 18.7 43.0 66.0
Ada 1820 907 2727 1075 702 1777 2895 1609 4504 17.3 60.5 2617 2701 5318 968 792 1760 3585 3493 7071 22.7 75.1 57.1
Voc 407 2 409 4561 16 4577 4968 18 4986 19.0 8.3 347 5 352 3382 25 3407 3729 30 3759 12.0 9.4 *24.3
Ser 763 185 948 1480 1496 2976 2243 1681 3924 15.0 24.2 384 148 532 1460 1207 2667 1844 1355 3199 10.2 16.6 -18.5
Tot 4230 1958 6188 11209 8786 19995 15439 10744 26183 100. 23.6 4905 5204 10109 11359 9750 21109 16264 14954 31218 100. 32.4 19.2
Source : Eiployees Register Division MPH Jan 1989 (constructed)
Phy : physicians Pha : Pharaacists Nur : Nurses Tec : Technicians 
Ada : Adainistrators Voc : Vocational staff Ser : Service Workers
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Table (7.A.4) Total Workforce in HPH by Age group and nationality 1989
Age 6roup Kuwaitis Non-Kuwaitis Total X Total X Kuwaiti
below 20 yrs 83 36 119 0.4 69.7
20 - 24 1867 703 2570 8.2 72.6
25 - 29 2925 1980 4905 15.7 59.6
30 - 34 2397 4483 6880 22.1 34.8
35 - 39 1309 4660 5969 19.1 22.0
40 - 44 734 3296 4030 12.9 18.2
45 - 49 411 2546 2957 9.5 14.0
50 - 54 223 1959 2182 7.0 10.2
55 - 59 101 1251 1352 4.3 7.5
60+ 59 195 254 0.8 23.2
Total 10109 21109 31218 100.0 32.4
Source :Employees Register Division HPH Jan 1989 (constructed)
Table (7.A.5) Total Workforce in HPH by Length of service and nationality 1989.
Years Kuwaitis Non-Kuwaitis Total X Total X Kuwaiti
less than 1 621 678 1299 4.2 47.8
1 - 2 686 743 1429 4.6 48.0
3 - 5 2809 2258 5067 16.2 55.4
6 - 10 3461 8697 12158 38.9 28.5
11 - 15 1213 4789 6002 19.2 20.2
16 - 20 842 1229 2071 6.6 40.7
21 - 25 304 935 1239 4.0 24.5
26+ 173 1780 1953 6.3 8.8
Total 10109 21109 31218 100.0 32.4
Source :Eiployees Register Division HPH Jan 1989 (constructed)
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Table (7.A.6) Total workforce in HPH by Grades, lonthly wages & salary & nationality 1989.







Kuw N.Kuw total X of total X Kuwaiti min max single married married only
00 9 - 9 0.0 100.0 600 789 200 200 .
6 e n e r » P o s t s
A 11 34 45 0.1 24.4 520 580 110 190 65
B 63 109 172 0.6 36.6 460 520 110 190 65
1 142 818 960 3.1 14.8 410 460 105 180 60
2 364 1378 1742 5.6 20.9 360 410 105 180 60
3 799 1773 2572 8.2 31.1 310 360 100 170 55
4 1205 2462 3668 11.7 32.9 260 310 100 170 55
5 795 3160 3955 12.7 20.1 200 240 95 160 50
6 1406 2796 4202 13.4 33.5 165 200 95 160 50
7 2712 1021 3733 11.9 72.6 135 165 90 150 45
8 1710 30 1740 5.6 98.3 110 135 90 150 45
V o c M t i o n t l  P o s t s
1 12 41 53 0.2 22.6 225 295 105 180 40
2 116 195 311 1.0 37.3 165 225 100 170 35
3 34 390 424 1.4 8.0 140 165 95 160 30
4 50 1505 1555 5.0 3.2 120 140 95 160 30
5 93 1262 1355 4.3 6.9 105 120 90 150 25
6 47 14 61 0.2 77.1 90 105 90 150 25
S e r v i c e  P o s t s
1 144 601 745 2.4 19.3 160 210 100 170 35
2 253 979 1232 3.9 20.5 120 160 95 160 30
3 135 4087 1222 3.9 11.0 90 120 90 150 25
O t h e r s 18 1454 1472 4.7 1.2 - - -
Total 10109 21109 31218 100.0 31.4
Source: HPH, Eiployees Register Division, & CSC, Jan 1989 (constructed)
Grade 00: For Undersecretary and Assist Undersecretary by nomination 
Others : Eiployees in chapter two and get fixed salary 
Children allowance, for Kuwaiti KD 30 with unlimited number of children while 
non-Kuwaiti KD 10 with only 3 children and prior in 1979.
Table (7.A.7) Total workforce in HPH by growth rate, turnover rate, sex and nationality at the end of 1980 and 1988
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
H F T H F T H F T H F T H F T H F T
Actual eiployee at 3378 1540 4918 10403 6560 16963 13781 8100 21881 5060 5034 10094 11035 9861 20896 16095 14895 30990
the begining of year
Appointments 872 557 1429 1023 2420 3443 1895 2977 4872 12 207 219 445 383 828 457 590 1047
Separations 20 139 159 388 23 411 408 162 570 164 50 214 118 485 603 282 535 817
Actual Eiployee at 4230 1958 6188 11038 8957 19995 15268 10915 26183 4908 5191 10099 11362 9759 21121 16270 14950 31220
the end of the year
Net increase (decre) 852 418 1270 635 2397 3032 1487 2815 4302 (152) 157 5 327 (102) 225 175 55 230
1) Net growth rate 25.2 27.1 25.8 6.1 36.5 17.9 10.8 34.8 19.7 (3.0) 3.1 0.1 3.0 (1.0) 1.1 1.1 0.4 0.7
2) Turnover index 0.6 9.0 3.2 3.7 0.3 2.4 3.0 2.0 2.6 3.2 1.0 2.1 1.0 4.9 2.9 1.7 3.6 2.6
Source: Eiployees Register Division HPH Jan 1989 (constructed)
Table (7.B.1) Total workforce in KOC by nationalities at the end of eachyear during the period 1975 - Jan 1989.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaitis
1975 1439 1206 286 143 3074 46.8
1980 2809 1758 646 277 5490 51.2
1985 3026 1767 902 159 5854 51.7
1986 3095 1712 867 138 5812 53.2
1987 3164 1625 849 130 5768 54.8
1988 3038 1506 794 119 5457 55.7
Jan 1989 3035 1499 794 119 5447 55.7
Changes 1975*89 1596 293 508 (24) 2373 8.9
Source: Personnel Department KOC Feb 1989 (constructed)
Table (7.8.2) Total workforce in KOC by sex and nationality at Jan 1989
hale Female Total X Female
Kuwaiti 2961 74 3035 2.4
Non-Kuwai ti 1975 437 2412 18.1
Total 4936 511 5447 9.4
X Kuwaiti 60.0 14.5 55.7
Source: Personnel Department KOC Feb 1989 (constructed)
Table (7.B.3) Total workforce in KOC by occupation, sex I nationality at the end of 1981 and Jan 1989.
Occupation
Dec, 1981 Jan, 1989
Kuwaiti Non-Kuwaiti Total








change in X 
of Kuwaiti
Top hanagement 19 15 34 0.6 55.9 26 2 28 8 - 8 34 2 36 0.7 78.0 +22.1
4 hanagers
Administrators 135 103 238 4.1 56.7 170 15 185 58 4 62 228 19 247 4.5 75.0 +18.3
Supervisors 161 186 347 6.0 46.4 265 2 267 149 - 149 414 2 416 7.6 64.2 +17.8
Specialists 6 380 386 6.7 1.5 8 11 19 203 213 416 211 224 435 8.0 4.4 ♦ 2.9
Engineers 156 267 423 7.3 36.9 183 8 191 318 1 319 501 9 510 9.3 37.4 + 0.5
Technicians 358 617 975 16.9 36.7 555 4 559 345 13 358 900 17 917 16.8 61.0 +24.3
Clerical staff 123 413 536 9.3 22.9 124 30 154 334 167 501 458 197 655 12.0 23.5 + 0.6
Skilled labour 1014 478 1492 25.8 68.0 1017 2 1019 329 4 333 1349 6 1355 24.9 75.2 + 7.2
Semi-skilled 516 210 726 12.5 71.1 462 - 462 19 - 19 481 - 481 8.8 96.1 +25.0
labour
Unskilled labour 263 115 378 6.5 69.6 110 - 110 212 35 247 322 35 357 6.5 30.8 -38.8
Trainees 241 8 249 4.3 96.8 41 - 41 - * - 41 - 41 0.7 100.0 + 3.2
Total 2992 2792 5784 100.0 51.7 2961 74 3035 1975 437 2412 4936 511 5447 100.0 55.7 + 4.0
Source: KOC Personnel Department, Feb 1989 (constructed)
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Table (7.B.4) Total Workforce in KOC by Age group and nationality 
at Jan. ’89.
Age Group Kuwaitis Non-Kuwaitis Total X  Total X Kuwaiti
below 20 yrs 14 2 16 0.3 87.5
20 - 24 526 85 611 11.2 86.1
25 - 29 1058 196 1254 23.0 84.4
30 - 34 818 371 1189 21.8 68.8
35 - 39 282 478 760 14.0 37.1
40 - 44 156 446 602 11.0 25.9
45 - 49 96 347 443 8.1 21.7
50 - 54 45 282 327 6.0 13.8
55 - 59 16 161 177 3.3 9.0
60+ 24 44 68 1.3 35.3
Total 3035 2412 5447 100.0 55.7
Source Personnel Department KOC Feb 1989 (constructed)
Table (7.B.5) Total Workforce in KOC by Length of service and 
nationality at Jan 1989.
Years Kuwai tis Non-Kuwai tis Total X Total X Kuwai ti
0 - 2 years 277 189 466 8.6 59.4
3 - 5 337 149 486 8.9 69.3
6 - 10 1249 719 1968 36.1 63.5
11 - 15 816 490 1306 24.0 62.5
16 - 20 170 192 362 6.7 47.0
21 - 25 85 248 333 6.1 25.5
26 - 29 22 119 141 2.6 15.6
30+ 79 306 385 7.0 20.5
Total 3035 2412 5447 100.0 55.7
Source :Personnel Department KOC Feb 1989 (constructed)
2*f3










Non- X Of X of Married
6rade Kuwaiti Kuwaiti Total Total Kuwaiti Nin Max Single Married Single Married Single Harried only
20 21 2 23 0.4 91.3 860 1529 200 200 120 120 150 190 190
21 33 15 48 0.9 68.7 720 1278.5 110 200 120 120 150 190 190
22 39 40 79 1.5 49.4 603.5 1068 110 190 120 120 150 190 190
23 75 153 228 4.2 32.9 506 893.5 105 180 94 94 130 170 170
24 227 297 524 9.6 43.3 425 746 100 170 83 83 110 150 150
25 339 213 552 10.1 61.4 357 626 100 170 66.25 76.25 110 150 150
26 451 315 766 14.1 58.9 301 526 95 160 66.25 76.25 n o 150 150
27 364 239 603 11.1 60.4 254.5 441.5 95 160 56.25 66.25 135 90 90
28 370 417 787 14.5 47.0 215.5 371.0 95 160 47.5 57.5 135 90 90
29 389 377 766 14.0 50.8 182.5 312.0 90 150 41.5 51.5 135 90 90
30 538 218 756 13.9 71.2 157 265.5 90 150 40.2 49.2 80 120 120
31 125 64 189 3.5 66.1 139.5 243.5 90 150 34.2 43.2 80 120 120
32 15 12 27 0.5 55.6 128.5 214.5 90 150 34.2 43.2 80 120 120
33 6 45 51 0.9 11.8 119.0 198.0 90 150 34.2 43.2 75 115 115
34 2 4 6 0.1 33.3 110 181.5 90 150 27.9 36.9 75 115 115
36 - 1 1 0.0 66.7 94.5 153.5 90 150 27.9 36.9 75 115 115
92 41 - 41 0.7 100.0 -
Total 3035 2412 5447 100.0 55.7
Source: KOC, Personnel Department, Feb 1989 (constructed)
Table (7.6.7) Total workforce in KOC by growth rate, turnover rate, sex and nationality at the end of 1980 and 1988
-
1980 1988 •
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
T T T M F T M F T M F T
Actual employee at 2562 2520 5082 3091 73 3164 2159 445 2604 5250 518 5768
the begining of year
Appointments 370 311 681 121 6 127 89 34 123 210 40 250
Separations 123 150 273 248 5 253 266 42 308 514 47 561
"excluding KNPC" (69) (74) (146) (188) (215) (262)
Actual Employee at 2809 2681 5490 2964 74 3038 1982 437 2419 4946 511 5457
the end of the year
Net increase (decre) 247 161 408 (127) 1 (126) (117) (8) (185) (304) (7) (311)
1) Net growth rate 9.6 6.4 8.0 (4.1) 1.4 (4.0) (8.2) (1.8) (7.1) (5.8) (1.3) (5.4)
2) Turnover index 4.8 6.0 5.4 2.2 6.8 2.3 6.8 9.4 7.2 4.1 9.1 4.5
* (excluding KNPC)
Source: Personnel Department KOC Feb 1989 (constructed)
* ignoring the transfer of refining and gas processing to KNPC (299 employee all males in 1988)
Table (7.C.1) Total workforce in KAC by nationalities at the end of each
year during the period 1975 - 1988.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaitis
1975 213 993 465 323 1994 10.7
1980 1060 2578 1720 562 5920 17.9
1985 1731 2416 2106 462 6715 25.8
1986 1952 2955 1408 369 6684 29.2
1987 1999 1754 1665 362 5780 34.6
1988 2027 1701 1533 354 5615 36.1
change!975-88 1814 708 1068 31 3621 25.4
Source: Personnel Department, KAC Jan 1989 (constructed)
Table (7.C.2) Total workforce in KAC by sex and nationality 1988
Hale Feiale Total X Feiale
Kuwaiti 1856 171 2027 8.4
Non-Kuwaiti 2871 717 3588 20.0
Total 4727 888 5615 15.8
X Kuwaiti 39.3 19.3 36.1
Source: Personnel Oepartient KAC Jan 1989 (constructed)
Table (7.C.3) Total workforce in KAC by occupation, sex & nationality 1988.
Occupation
Kuwaiti Non-Kuwaiti Total




Top Hanageient 50 7 57 6 - 6 56 7 63 1.1 90.5
i Hanagers
Adiinistrators 155 60 215 250 53 303 405 113 518 9.2 41.5
Supervisors 431 43 474 478 75 553 909 118 1027 18.3 46.1
*Pilots & Engineer 380 2 382 274 - 274 654 2 656 11.7 58.2
Technicians 169 3 172 114 2 116 283 5 288 5.1 59.7
Stewards & 60 5 65 352 270 622 412 275 687 12.2 9.5
Stewardess
Clerical staff 302 48 350 664 243 907 966 291 1257 22.4 27.8
Skilled labour 154 - 154 432 - 432 586 - 586 10.4 26.3
Unskilled Labour - - - 301 74 375 301 74 375 6.7 0.0
Trainees 155 3 158 - - - 155 3 158 2.8 100.0
Total 1856 171 2027 2871 717 3588 4727 888 5615 100.0 36.1
Source: KAC Personnel Oepartient, Jan 1989 (constructed) 
* Air Pilots: Kuwaiti 46, Non-Kuwaiti 23 
Engineers: Kuwaiti 236, Non-Kuwaiti 251
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Table (7.C.4) Total Workforce in KAC by Age group and nationality 1988
Age Group Kuwaitis Non-Kuwaitis Total * Total * Kuwaiti
below 20 yrs 7 4 11 0.2 63.6
20 - 24 459 223 682 12.1 67.3
25 - 29 793 503 1296 23.1 61.2
30 - 34 516 691 1207 21.5 42.7
35 - 39 166 653 819 14.6 20.3
40 - 44 68 603 671 12.0 10.1
45 - 49 9 482 491 8.7 1.8
50 - 54 6 269 275 4.9 2.2
55 - 59 - 130 130 2.3 0.0
60+ 1 30 31 0.6 3.2
Total 2027 3588 5615 100.0 36.1
Source :Personnel Oepartient KAC, Jan 1989 (constructed) 
All Kuwaiti feiales are age 39 and below.
Table (7.C.5) Total Workforce in KAC by Length of service and nationality
1988.
years Kuwaitis Non-Kuwaitis Total * Total * Kuwaiti
below 1 year 73 221 294 5.2 24.8
1 - 2 159 200 359 6.4 44.3
3 - 5 612 607 1219 21.7 50.2
6 - 10 741 1278 2019 36.0 36.7
11 - 15 350 947 1297 23.1 27.0
16+ 92 335 427 7.6 21.5
Total 2027 3588 5615 100.0 36.1
Source :Personnel Department KAC, Jan 1989 (constructed)
Nearly 90* of Kuwaiti Feiales working in KAC 10 years or less
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Kuwaiti Hin Hax Single harried Single harried





G 18 30 56 86 1.5 34.9 640 740 115 200 40 100 .
E 17 65 62 127 2.3 51.2 550 640 115 200 40 100 - -
N 16 75 78 153 2.7 49.0 470 550 115 200 40 100 - -
E 15 168 332 500 8.9 33.6 400 470 110 190 35 80 - -
R 14 201 385 586 10.4 34.3 340 400 110 190 30 75 - -
A 13 382 420 802 14.3 47.6 275 340 100 170 25 55 - -
L 12 250 132 382 6.8 65.4 235 275 95 160 20 50 - -
11 118 344 462 8.2 25.5 200 235 95 160 20 50 - -
P 10 138 507 645 11.5 21.5 175 200 95 160 20 50 - -
0 09 - 518 518 9.2 0.0 150 175 95 160 20 50 - -
S 08 -■ 400 400 7.1 0.0 125 150 90 150 18 40 - -
T 07 - 18 18 0.3 0.0 110 125 90 150 18 40 - -
S 06 - 62 62 1.1 0.0 95 110 90 150 18 40 - -
A 51 6 - 6 0.1 100.0 1025 1175 115 200 70 140 100 170
I 48 9 2 11 0.2 81.8 925 1000 115 200 70 140 90 160
R 47 7 16 23 0.4 30.4 755 815 n o 190 65 130 80 150
46 15 4 19 0.3 78.9 680 710 110 190 65 130 70 140
C 45 9 1 10 0.2 90.0 635 665 105 180 60 120 60 130
R 44 32 - 32 0.6 100.0 735 855 115 200 70 140 80 150
E 43 28 36 64 1.1 43.8 660 690 110 190 65 130 70 140
N 42 23 12 35 0.6 65.7 615 645 105 180 60 120 60 130
41 42 - 42 0.7 100.0 270 280 100 170 55 110 30 -
E 36 9 4 13 0.2 69.2 725 825 115 200 70 140 70 160
G H 35 21 - 21 0.4 100.0 690 770 115 200 70 140 70 160
R 6 34 11 9 20 0.4 55.0 655 725 110 190 65 130 70 150
0 I 33 12 4 16 0.3 75.0 630 700 110 190 65 130 50 150
U N 32 10 20 30 0.5 33.0 600 670 110 190 65 130 50 145
N E 31 14 72 86 1.5 16.3 580 640 105 180 60 120 50 145
D E 30 69 30 99 1.8 69.7 530 578 105 180 60 120 50 140
R 29 107 64 171 3.1 62.6 480 528 105 180 60 120 50 140











NA NA NA NA NA NA NA NA
Total 2027 3588 5615 100.0 36.1
Source: KAC, Personnel Oepartient, Jan 1989 (constructed)
Hoi: Top Hanageient Hog: Other Trainees
45 - 51 Air pilot 42 * 44 Flight Engineers 29 - 36 Ground Engineers
28 Kuwaiti engineer trainees
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Table (7.C.7) Total Morkforce in KAC by growth rate, turnover rate, sex and nationality at the end of 1960 and 1988
1980 1988
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
N F T H F T M F T H F T H F T H F T
Actual eiployee at 
the beginning of year
826 66 894 3874 574 4448 4702 640 5342 1830 169 1999 3046 735 3781 4876 904 5780
Appointments 194 26 220 624 151 775 818 177 995 54 6 60 117 73 190 172 79 250
Separations 45 9 54 275 88 363 320 97 417 28 4 32 292 91 383 320 95 415
Actual Eiployee at 
the end of the year
977 83 1060 4223 637 4860 5200 720 5920 1856 171 2027 2871 717 3588 4727 888 5615
Net increase (decre) 149 17 166 349 63 412 498 10 578 26 2 28 (175) (18) (193) (149) (16) (165)
1) Net growth rate 18.0 25.7 18.6 9.0 11.0 9.2 10.6 12.5 10.8 1.4 1.2 1.4 (5.7) (2.4 (5.1) (3.1) (1.8) (2.8)
2) Turnover index 5.4 13.6 6.0 7.1 15.3 8.2 6.8 15.2 7.8 1.5 2.4 1.6 9.6 12.4 10.1 6.6 10.5 7.2
Source: Personnel Oepartient KAC, Jan 1989 (constructed) 
() Figure between brackets is negative
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Table (7.D.1) Total workforce in KPTC by nationalities at the end of each
year during the period 1981 - Jan 1989.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaitis
1981 119 1369 3511 . 4999 2.2
1982 106 1342 3457 70 4975 2.1
1983 135 1420 3995 52 5602 2.4
1984 191 1575 4323 27 6116 3.1
1985 174 1537 4501 22 6234 2.8
1986 167 1361 4043 36 5607 3.0
1987 156 1290 3882 62 5390 2.9
1988 142 1290 3716 59 5546 2.6
Jan 1989 142 1373 3975 57 5547 2.6
changes 81-89 23 4 464 548 0.4
Source: Personnel Departient KPTC Feb 1989 (constructed) 
Data for 1975 and 1980 not available.
Table (7.D.2) Total workforce in KPTC by sex and nationality at 1989
Hale Feiale Total X Feiale
Kuwaiti 132 10 142 7.0
Non-Kuwaiti 5369 36 5405 0.7
Total 5501 46 5547 0.8
X Kuwaiti 2.4 21.7 2.6
Source: Personnel Departient KPTC, Jan 1989 (constructed)
Table (7.D.3) Total workforce in KPTC by occupation, sex & nationality at Jan 1989.
Jan, 1989
Kuwaiti Other Arabs Asians Others Total
f W i i o  f i nno c c u p a t io n
H F T H F T H F T H F T H F T X of X
Total Kuw
Hanageient 17 - 17 4 - 4 - - - 1 - 1 22 - 22 0 .4 7 7 .3
& Engineers
Adiinistrators 98 7 105 716 25 741 74 2 76 1 - 1 889 34 923 1 6 .6 1 1 .4
Clerical staff 9 3 12 108 8 116 16 - 16 - - 133 11 144 2 . 6 8 . 3
Technicians 8 - 8 292 - 292 1068 - 1068 5 - 5 1373 - 1373 2 4 .7 0 . 6
Drivers - - - 56 - 56 2499 - 2499 49 - 49 2604 - 2604 4 6 .9 0.0
Unskilled worker - - - 164 - 164 316 - 316 1 1 480 1 481 8.8 0.0
Total 132 10 142 1340 33 1373 3973 2 3975 56 1 57 5501 46 5547 1 0 0 .0 2 . 6
Source: KPTC Personnel Departient, Jan 1989 (constructed) 
Engineers 3 Kuwaitis and 3 other Arabs
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Table (7.0.4) Total Workforce in KPTC by Age group and nationality at Jan 89
Age Group Kuwaitis Non-Kuwaitis Total X Total X Kuwaiti
below 20 yrs - 1 1 0.0 0.0
20 - 24 23 101 124 2.2 18.5
25 - 29 60 438 498 9.0 12.0
30 - 34 18 1296 1314 23.7 1.4
35 - 39 25 1794 1819 32.8 1.4
40 * 44 11 979 990 17.8 1.1
45 - 49 1 484 485 8.7 0.2
50 - 54 3 225 228 4.2 1.3
55 - 59 1 78 79 1.4 1.3
60+ - 9 9 0.2 0.0
Total 142 5405 5547 100.0 2.6
Source :Personnel Departient KPTC Jan 1989 (constructed)
Table (7.0.5) Total Workforce in KPTC by Length of service and nationality 
Jan, 1989.
years Kuwaitis Non-Kuwaitis Total X Total X Kuwaiti
below 1 year 14 311 325 5.9 4.3
1 - 2 15 774 789 14.2 1.9
3 - 5 71 1611 1682 30.3 4.2
6 - 10 34 2515 2549 45.9 1.3
11 - 15 1 119 120 2.2 0.8
16+ 7 75 82 1.5 8.5
Total 142 5405 5547 100.0 2.6
Source Personnel Departient KPTC, Jan 1989 (constructed)
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Kuwaiti Min Max Single Married Married
Top Grade 14 5 1 6 0.1 83.3 620 920 85 140 40
13 12 8 20 0.4 60.0 470 620 85 140 40
12 26 15 41 0.7 63.4 380 470 85 140 40
11 12 40 52 0.9 23.1 278 380 85 140 40
10 5 99 104 1.9 4.8 230 278 85 140 40
09 14 120 134 2.4 10.4 190 230 75 120 30
08 19 172 191 3.4 10.0 160 190 75 120 30
07 9 438 447 8.1 2.0 130 160 65 100 20
06 299 299 5.4 0.0 100 130 65 100 20
05 236 236 4.3 0.0 80 100 65 100 20
Driver 99 2604 2604 46.9 0.0
A NA - - 165
8 NA - - 135
C NA - - 110
D NA - - 90
E NA - - 80
Technician99 1373 1373 24.8 0.0
A NA - - 140
B NA - - 120
C NA - - 100
Others 40 - 40 0.7 100.0
Total 142 5404 5547 100.0 2.6
Source: KPTC, Personnel Oepartient, Jan 1989 (constructed)
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Table (7.0.7) Total workforce in KPTC by growth rate, turnover rate, sex and nationality at the end of 1982 and 1988
Dec 1982 Dec 1988
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
N F T N F T N F T H F T H F T H F T
Actual eiployee at 
the beginning of year
114 5 119 4845 35 4880 4959 40 4999 146 10 156 5196 36 5234 5342 48 5390
Appointaents 17 - 17 386 1 387 403 1 404 16 2 18 850 - 850 866 2 868
Separations 30 - 30 394 4 398 424 4 428 30 2 32 678 2 680 708 4 712
Actual Eiployee at 
the end of the year
101 5 106 4837 32 4869 4938 37 4975 132 10 142 5368 36 5404 5500 46 5546
Net increase (decre) (13) . (13) (8) (3) (11) (21) (3) (24) (14) - (14) 172 (2) 170 158 (2) 156
1) Net growth rate (11.4) - (10.9) (0.2) (8.6 (0.2) (0.4) (7.5) (0.5) (9.6 - (9.0) 3.3 (5.3) 3.2 3.0 (4.2) 3.0
2) Turnover index 26.3 - 25.2 8.1 11.4 8.2 8.6 10.0 8.6 20.5 20.0 20.5 12.8 5.3 13.0 13.3 8.3 13.2
Source: Personnel Departient KPTC, Jan 1989 (constructed)
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CHAPTER EIGHT
FURTHER CASE STUDIES - PRIVATE SECTOR
8.A NATIONAL BANK OF KUWAIT (NBK) CASE No. 7 
8.A.1 Introduction NBK
The privately owned National Bank of Kuwait (NBK) was established in 
1952 and by 1987 had 50 local branches, in addition to overseas branches. 
The Bank has 1700 employees in Kuwait and it is the largest bank with 27.3% 
of total employment in the banking sector, and it had a higher proportion 
of Kuwaitis than the banking sector generally has. The bank has been 
affected by the impact of lower oil revenues and the contraction of 
government expenditures and the workforce has declined slightly in recent 
years.
8.A.2 Workforce in NBK 
1. Numbers and Nationalities
Workforce data for NBK is only available since 1980 when 13.3% of its 
employees were Kuwaiti, see Table 8.A.I. By 1988, this proportion has 
risen to 21.1%. During this time the total workforce decreased by 1.3% due 
mainly to the introduction of automation. The number of other Arab 
employees since 1980 has remained unchanged reflecting the priority given 
to them after Kuwaitis, while the number of Asian, American and European 
employees has fallen by 29.3%.
Regarding the increase of Kuwaitis in the Bank's workforce the General 
Manager explained
1. The Bank's Management firmly believes that the presence of a Kuwaiti 
element in any national undertaking would secure its continued existence in 
the long run.
2. The availability of Kuwaiti manpower with required qualifications and 
whose specializations suit the banking workforce.
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3. Criticism by the public, that NBK lacks sufficient Kuwaiti members has 
made the Bank's management even more eager to appoint Kuwaitis.
4. The Central Bank of Kuwait has demanded an increase of Kuwaiti employees 
and stressed the importance of attracting them to work in the local Banks, 
reinforcing National policy.
5. Limited jobs opportunities and lower salaries elsewhere make Kuwaitis 
seek employment in the banking sector.
2. Workforce in NBK by sex
Table (8.A.2) shows that about 27% of the total NBK workforce is
composed of females with the proportion of females broadly similar for
Kuwaitis and non-Kuwaitis. This is a low proportion compared to banks in
most modern economies. Asked why the bank had not been able to increase the
proportion of Kuwaiti females despite the non-manual opportunities for
women in banking, the General Manager pointed out that:
"a) Kuwaiti women do not accept work as secretaries, b) Kuwaiti 
females are not fluent in English, c) the management prefers to 
recruit Kuwaiti males due to the Kuwaiti community's preference to 
deal with Kuwaiti men rather than women, d) the Bank's working hours 
may extend to 3pm or to a two shift system which is not acceptable to 
many Kuwaiti women, and e) the great distance of many of the Bank's 
branches from the City does not encourage Kuwaiti women to work in 
these branches. "
NBK officials do not intend to expand the recruitment of females because 
of:
1. The additional amount of leave granted to a woman (e.g maternity leave),
2. Poor female time keeping, 3. Reluctance to work in outlying branches or 
on two shifts, 4. Females tend to leave work after getting married.
3. Workforce by occupation
Table (8.A.3) illustrates the workforce by occupation and shows how the 
proportion of Kuwaitis in the 'top' three tiers has risen dramatically from 
6.1% in 1980 to 25.7% in 1988. Another feature is the halving in the number 
of cashiers, a position which by Bank's law are exclusively reserved to
25k
Kuwaiti. The Human Resources Manager attributed the latter trend to 
automation while the General Manager explained that the bank's employment 
policy involves initially appointing Kuwaitis in clerical and cashier 
positions and then facilitating their qualification to leading positions. 
Taken together these two factors could indicate the positive impact of 
automation freeing nationals to replace non-nationals, after suitable 
programmed training. This mainly occurred among supervision officers 
particularly for Kuwaiti females who increased from 6 to 39 helped also by 
the rising number of female Kuwaiti graduates coming into the labour 
market.
Predictably no Kuwaitis are to be found in the unskilled workforce due 
to the community at large look upon such jobs as inferior which can be done 
by 'foreigners'.
4. Workforce by Age structure
Table (8.A. 4) shows that 79% of the Bank's workforce are aged 30 years 
and above, an indication of the importance of 'experience. Kuwaiti 
representation in age groups over 44 is low possibly because of early 
retirement and the time lag in Kuwaitisation working through.
5. Workforce by length of service
Table (8.A.5) indicates that recent recruitment (within last 2 years) 
has been low and that Kuwaitis accounted for a high proportion (61%) of 
these appointments. This will be discussed in more detail in recruitment 
section. High recruitment clearly took place 3 to 5 years ago and this was 
heavily concentrated among non-Kuwaitis. The Human Resource Manager 
explained:
"they are filling jobs that do not require any skills, such as office 
boys, guards and telephone operators and such jobs are normally not 
acceptable to Kuwaitis. "
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Alternatively the Kuwaiti recruits, although mainly appointed young and in 
clerical positions would be expected to progress to management and 
supervisory positions, a traditional banking pattern.
8.A.3 Manpower Planning in NBK
1. The Manpower Planning Process
The Human Resource Manager asserted that manpower planning is part of 
the overall corporate planning in the Bank and covers all occupations, 
plans usually have a duration of three years, and the current plan is
designed to run up to 1991. The Bank's Manpower plans are usually flexible
and reviewed twice a year, in addition to monthly follow up reports 
submitted by various departments.
Several steps are involved in the preparation of the manpower plan.
This starts with an analysis of the Bank's strategic plan especially
expansion plans; and is followed by an assessment of the internal 
environment to examine turnover, manpower costs and the weaknesses and 
strengths of existing manpower for training purpose. The external 
environment monitored for the purpose of assessing changing demography, 
labour market conditions, educational policy and government policy. 
Finally, each department draw up a business plan, which is checked with the 
Human Resource Department to analyse the internal supply to find out to 
what extent requirements can be met from internal sources.
Lately the Bank has adopted a policy of maximum utilization of existing 
staff. Whenever a vacancy arises every attempt will be made to fill that 
vacancy from within by the development and training of existing staff or 
the use of automation. Where such requirements cannot be met from internal 
sources the Bank resorts to the local market and to the overseas labour 
markets as last resort.
When a plan is drawn up, on the Departmental level, the Human Resource 
Department takes the responsibility to come up with an overall manpower
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plan for the Bank. In addition to the annual revision of the plan, monthly
follow up reports from Departments ensure that implementation is carried
out effectively. Moreover, the Human Resource Department submits a report
every six months which assesses the implementation of the manpower planning
process. Statistical methods are not applied to forecast the demand. The
Human Resources Department's Manager noted that:
"the present workforce of the Bank is in excess of the number needed 
and. .. taking into consideration technological developments, it will 
stay within the limits of 1700 until the year 2000, but Kuwaiti will 
reach 50%.”
With respect to supply analysis, variables such as existing manpower 
inventory, the state's immigration and employment laws, the labour market 
parameters, the demographic indicators and other macro economic indicators 
are all taken into consideration.
2. Difficulties in Manpower Planning Process
i) It appears that many Bank officials including some senior staff lack 
proper knowledge of the concept and techniques of manpower planning. This 
is clear from the limited role of the Manpower Planning Division ( a small 
division in the Human Resource Department) plays in the process of manpower 
planning while the Division lacks the qualified personnel as well as 
resources to conduct manpower planning in a scientific manner.
ii) Difficulties arise with long service Kuwaiti employees, who refuse to 
be transferred to branches outside Kuwait city and sometimes resign rather 
than being moved to another branch. This sometimes lead to overstaffing in 
some branches and understaffing in others.
Ill) Manpower Planning also suffers from the labour market constraints such 
as the unavailability of some skills and uncertainties associated with 
external labour markets. For example, in case of non-Kuwaitis, the 
termination of the husband's contract of employment anywhere in Kuwait may 
lead to the resignation of his wife in the Bank if they have to leave the 
country.
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8.A.4 Personnel Functions in NBK
1. Recruitment and Selection
Recruitment of staff in NBK takes place through three channels;
i) Accumulated application forms;
ii) If these generate no suitable candidates the vacancy will be locally 
advertised and;
iii) With regard to recruitment from abroad the Bank makes use of its non- 
Kuwait branches to avoid the costs involved in recruiting through 
employment agencies.
It has been suggested that clerical jobs can be easily filled from 
local labour market unlike the supervisory,- technical and senior jobs which 
are filled by applicants from abroad due to the shortage of required skills 
and experience in Kuwait. In the last two years all 75 Kuwaitis were 
appointed as clerical staff.
The Human Resource Manager claimed that the Bank follows a policy of 
'In House Engagement' in which priority in filling vacancies should be 
given to existing staff. However interviews conducted in NBK revealed 
certain problems which could be linked to the recruitment process:-
1. The non-availability of some types of skills in the local labour market.
2. Nepotism in that some senior officials insist on appointing relatives 
even if they are less qualified than other applicants.
3. To comply with the government policy of giving priority to Kuwaitis the 
Bank may be compelled to recruit some Kuwaitis despite the availability of 
qualified and more suitable non-Kuwaitis,
4. Some Kuwaitis do not show up after recruitment procedures have been 
completed because they have found better opportunities elsewhere.
Once selected differentiation is made between Kuwaitis and non-Kuwaitis 




There are two types of contracts in NBK. Contracts for grades 1-9 with 
unlimited duration which can be terminated by giving 15 days prior notice 
by either party, and contracts with one year duration and renewable. All 
contracts include a service indemnity (compensation) of one month salary 
for every five years and probationary period is for 100 days.
3. Training in NBK
Investigations in NBK revealed that there are two types of training, 
training in the Bank's Training Centre and on the job training. However, a 
few employees (the majority of them Kuwaitis) are sent abroad each year for 
long and short term courses.
Some of the training programmes held in the Bank's business such as 
profile management, marketing, credit basis and advance operation,., etc. 
Courses range from one week to two months and are attended by managers, 
supervisors and clerks. Most trainees are already employed by the Bank and, 
only 10% are new recruits. Also, a special programme for retraining and 
development of cashiers has recently been set-up. This emphasis on 
programmed career will develop staff in a way that enables them to assume 
higher positions and provide them with the necessary skills. As noted in 
8.A.3 above such training has an important role to play in enabling the 
bank to replace non-Kuwaitis with Kuwaiti staff. Not all staff are willing 
to undergo development and the Training Manager admitted,
”tbe bank bas created jobs that suit tbeir abilities"
It has been reported that the training programmes are confined to the 
Bank's employees only and no other party is entitled to participate in such 
courses. This is related to programmes confidentiality in addition to the 
costs involved.
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On the job training in NBK serves the following purposes:- 
a) induction and orientation of new recruits, promoted and transferred 
staff; b) to foster familiarity with new work methods, techniques and 
technology, and c) the development of Kuwaitis by non-Kuwaitis to 
facilitate the replacement process.
There is a programme of the on-job-training currently running in the
Bank, involving 27 Kuwaitis who specialise in banking, administration and
computing and have achieved a good performance record in the last couple of
years. On completion of the programme these people are expected to replace
non-Kuwaiti branch managers. Currently there are 20 Kuwaiti branch managers
out of 50 in all. In 1983 only 3 out of 48 branch managers were Kuwaitis.
The Human Resource Manager reported that:
"There are some problems facing this programme and we will be glad if 
the programme achieves a 50% success rate. These problems arise from 
the fact that it is difficult to make these trainees committed to the 
programme. Many are not serious and they do not fancy the idea of 
being trained by foreigners. Some feel that the duration of the 
programme is very long and they are impatient to wait that long to 
see the result of their training. Moreover, so far, many of them have 
performed poorly. "
To Overcome these problems, certain measures have been taken:
a) trainees must not be deprived from promotion when it is due and b) they
are guaranteed their new positions at the end of the programme.
4. Grades and Wages and Salaries
Table 8.A.6 gives the numbers employed in different grades, but detail 
on wages were considered confidential. NBK's total salary consists of the 
basic salary and a transportation and housing allowance which vary
according to grade. A bonus of 15% of the annual basic salary is paid.
Other benefits include an air ticket for non-Kuwaiti for home travel, 
annually for grade 8 and above , and an annual cash payment of KD 250 - 425 
for Kuwaitis in grade 6 and above. The annual increment for every employee 
is calculated according to his annual appraisal. Occupants of grades 14-16 
are entitiled to a car.
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Pay differentials between Kuwaitis and non-Kuwaitis occur basically 
because of the apparent differences in recruitment. The former being 
appointed at least 2 grades higher than a non-Kuwaiti with similar 
qualifications . Some wage differential on grading revealed by the bank 
gives the following example:
Kuwaiti Non-Kuwaiti
Qualification Grade Grade
Masters Degree 7 4




Table (8. A. 6) shows that there is no Kuwaiti below grade 3, but the 
Kuwaiti workforce is concentrated in higher grades while the non-Kuwaitis 
are concentrated in lower grades (58% are grade 5 or lower) . It was also 
indicated in interviews that the Bank's policy is to give priority in 
promotions to Kuwaitis. On average, 85% of Kuwaitis are promoted after 6-12 
months from recruitment date compared to 15% for non-Kuwaitis. Therefore 
Kuwaitis are preferentially treated on recruitment and in promotions 
resulting in higher costs than that for the non-Kuwaitis which could have 
an adverse effect on the Kuwaitisation policy.
5. Labour Wastage
Table (8.A.7) shows that the turnover rate for the total workforce in 
NBK dropped from 7.6% in 1980 to 5.5% in 1988 . While among Kuwaitis the 
rate has fallen dramatically from 18% to 9.5%. The Human Resource Manager 
first explained the higher turnover for Kuwaitis in 1980:
1) The abundance of job opportunities in a flourishing economy, 2) 
Following the enactment of the pension and retirement law, many Kuwaitis 
were able to leave Bank employment with large amounts of cash, and 3) At
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the time there was a tendency among Kuwaitis to leave work to complete 
their education.
Despite the improvement since 1980, the turnover rate of Kuwaitis is 
still almost double that of non-Kuwaitis. Non-Kuwaitis have a limited 
chance of finding alternative jobs and have difficulty in changing their 
permits. Thus, the non-Kuwaiti turnover rate reflects mainly natural 
wastage with very few voluntary withdrawals. In fact, there were no leavers 
among non-Kuwaiti females. For Kuwaitis, the relatively higher turnover 
can be attributed to a number of factors:
i) Many new recruits and staff at lower grades leave because they are 
impatient to be promoted to senior positions.
ii) A higher proportion of unpromoted Kuwaitis opt for early retirement 
when it becomes available 90% of the Kuwaitis working for the bank are 
reported to have retired after reaching the service limit for retirement in 
the last 5 years.
iii) As mentioned in 8.A.2.2 the turnover among Kuwaiti women is high.
The reasons behind the apparent drop in turnover among Kuwaitis in 
recent years include: the more limited job opportunities now available, the 
greater commitment of management to developing Kuwaiti to senior posts, and 
salaries paid by the bank are relatively higher than in the civil service.
It has been suggested that clerks and cashiers represent the highest 
number of Kuwaitis, who leave the bank, while among non-Kuwaitis the 
turnover among managers, secretaries and clerical employees is highest. 
This is positive for Kuwaitisation in that the Kuwaiti turnover is higher 
where there is most scope for automation.
Table (8.A.7) also reveals that the relative growth rate has changed 
dramatically with 79% of new recruits in 1988 being Kuwaitis. The Human 
Resource Manager explained that this was due to the government policy and 
the directives of the Central Bank, the improved labour market conditions
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regarding Kuwaitis and the strict immigration laws which limit the 
available stock of non- Kuwaiti labour.
6. Performance Appraisal
Performance appraisal in the NBK is done once a year for the purpose of 
the promotion of employees, the annual increment and to discover training 
needs.
8.A.5 Kuwaitisation Policy
Asked about the extent to which the organization was working towards
the Kuwaitisation of employment the General Manager responded.
"Yes indeed there is a Kuwaitisation policy pursued in the bank but 
we cannot declare it because of the fear that this might adversely 
effect the moral and productivity of non-Kuwaitis. Particularly we 
are concerned with the Kuwaitisation of managerial and supervisory 
posts. "
Measures taken to implement the Kuwaitisation policy include:-
1) Opening employment opportunities for qualified Kuwaiti graduates.
2) Giving priority in filling vacancies to Kuwaiti applicants.
3) Restricting the employment of non-Kuwaitis unless the equivalent Kuwaiti 
cannot be found.
4) Designing special training programmes to develop Kuwaitis skills in 
order to replace non-Kuwaitis as soon as possible.
5) Giving priority in promotion to Kuwaitis.
6) Providing incentives to Kuwaitis to keep them in the banks employment 
and reduce turnover among them.
Despite these measures, the Human Resource Manager pointed out that 
many problems are encountered in achieving the objectives of replacement, 
including, the costs involved are high in terms of salaries, allowances and 
incentives as well as training and development; it may be difficult to 
obtain Kuwaiti manpower in the required quantity and quality; the 
reluctance of some Kuwaitis to join banks because of hard work, long
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working hours and strict regulations pertaining to attendance and conduct 
(particularly females), and the turnover rate among Kuwaiti youths is high 
because of their impatience for senior posts.
8.A.6 Industrial Relations in NBK
There is one union for all employees in the banking sector. So, what 
has been said in case no.2 (chapter 6) is applicable here as well. However, 
it needs to be added that only 45% of Kuwaiti employees in this Bank are 
membership. Thus, the low participation indicates that Kuwaitis have not 
big drive to join the union. Asked about this, union officials reported 
that as the majority of Kuwaiti are in managerial posts they logically 
refrain from joining the union. Also, many Kuwaitis consider union's work 
as a political activity in which they have no interest or like to avoid. 
Regarding union-management relationships, union officials asserted that it 
is good & healthy and management is always cooperative and ready to take 
unions' view points into consideration in many matters affecting employees.
8.A.7 Conclusion NBK
Despite encountering many of the problems (with some Kuwaiti employees) 
which recur in most of the cases, NBK appears to have made positive steps 
towards Kuwaitisation, particularly in
1. The use of automation to replace some Kuwaitis, and promote them to 
higher posts.
2. The choice of applied, job related and on the job training to develop 
Kuwaitis to replace more senior non-Kuwaitis.
3. The willingness to recruit female Kuwaiti graduates despite scepticism 
about the value of female work generally.
4. Being prepared to promote Kuwaitis quickly and to guarantee senior 
appointments to those in training programmes .
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On the negative side it is admitted that these are costly measures are 
in terms of training budgets and the excess remuneration and promotion 
required to retain even those Kuwaitis who will never replace anyone 
useful. It would be surprising if non-Kuwaitis were unaware of the 
persistent discrimination in favour of Kuwaitis despite the care taken not 
to openly publicise the Kuwaitisation policy. Manpower planning is neither 
strongly resourced nor theoretically sophisticated. This may raise the 
possibility that the progress made in Kuwaitisation of senior posts may be 
attributed to the management commitment in adopting positive discrimination 
to recruit and develop nationals.
8.B THE NATIONAL INDUSTRIES COMPANY (NIC) CASE No. 8 
8.B.1 Introduction NIC
The National Industries Company (NIC), incorporated in 1961, 
specializes in building materials based on local and imported raw materials 
and ranks second after the oil companies as an exporter. The government 
holds 51% of the companies shares. In 1988 total sales were KD 20.1m 
realizing a net profit of KD 6.5m, compared to sales of KD 29.5m in 1981 
and a net profit of KD 7.5m. The company operates as a private sector 
organisation subject to private sector laws with little or no interference 
from the government in the running of the company. Economic conditions, 
especially reduced government expenditure on major construction projects, 
have contributed to the fall in size of employment during the 1980's.
8.B.2 Workforce in NIC
1. Numbers and nationalities
Table (8.B.1) shows how the total workforce at the NIC fell by 36.3% 
from 1980 to Jan 1989. The bulk of this decline was concentrated in the 
other Arab labour force. This cut back is due partly to demand reasons such
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as the lack of new projects, and partly to the introduction of modern
computerised equipment in production and handling operations. The figures
indicate that the proportion of Kuwaitis has never exceeded 3%. The main
reasons behind that were pointed by the Planning and Development Manager.
"The Kuwaitis in general prefer the government posts for easier 
working hours, nature of work, promotion opportunities and higher 
salaries."
2. Workforce by Sex
Table (8.B.2) shows that NIC has only 31 women employees (1.8% of the
total workforce) including one female Kuwaiti accountant. The reasons for
the low female participation are that most of the jobs in the company are
physically demanding with long working hours and shift work. In addition
Kuwaiti labour law 38/64 prevents women from being employed at night and
from undertaking unsuitable physical work. Non-Kuwaiti women are employed
as clerks and secretaries but Kuwaiti women are usually reluctant to do
secretarial jobs. The General Manager also stated that:
"NIC focuses on recruiting men because of their high productivity, 
minimal problems and request for leave. "
3. Workforce by occupation
Table (8.B.3) shows that skilled and unskilled manual workers represent 
over 62% of the total workfoce due to the nature of work in NIC. Kuwaitis 
are not represented at all in these occupations. Technical workers are 
about 20% with a Kuwaiti representation of less than 1%. This possibly 
relates to a scarcity of Kuwaiti technicians at the national level.
In contrast, Kuwaitis make up 70% of top management and managers in 
line with the company's policy for the Kuwaitisation of its higher 
management. Kuwaitis willingness' to accept administrative and high 
salaried posts enable the company to achieve such a percentage. The 
provision of incentives has raised the number of Kuwaiti engineers to 3.
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4. Workforce by age structure
Table (8.B.4) reveals that the company has only 12 Kuwaitis over 40 
years and none over 49. Since 1985 six Kuwaitis retired after completing 20 
years service period while only two retired at 60. This shows the impact of 
the early retirement law. Some 71% of the non-Kuwaiti labour force are in 
the age range 30-49.
5. Workforce by Length of Service
Table (8.B.5) shows the workforce by length of service. The Kuwaiti 
employees have generally been with the company some time and six of these 
could opt for early retirement within four years. The bulk of the labour 
force have between 3 and 10 years service while only 8.2% have more than 16 
years service. The recent low recruiting figures especially for 1987, are 
due to a policy decision to increase automation of equipment and 
rationalization of expenditure in addition to the lack of new major 
projects.
8.B.3 Manpower Planning in NIC
In an interview with the Planning and Development Manager the issue of
manpower planning in NIC has been raised. His response was:
"This issue has been recently introduced in the company and we are 
still in the process of drawing up the strategies and objectives for 
comprehensive planning of which manpower planning shall be an 
important part. But, currently we have no manpower plan as commonly 
known."
He added that:
nDifferent departments annually represent their manpower requirements 
to be included in the annual budget. Apart from this there is no 
strategy to guide the actions in the process of matching its labour 
supply and demand in the long run. "
NIC officials suggested that it is the company's policy at present to
reduce its manpower substantially while working simultaneously to optimize
efficiency and enhance the productivity of employees. This is clearly
267
reflected in the limited number of new recruits in recent years. The
Chairman of the Board believes that:
"The available size of manpower will be sufficient to meet the labour 
requirements of new projects because the company intends to use more 
automation and better utilization of existing manpower. ”
8.B.4 Personnel functions in NIC 
1. Recruitment & selection
Recruitment of staff is usually conducted in such a way as to observe 
the state policy guide-lines. The company is thereby obliged to recruit a 
certain percentage of Kuwaiti nationals and management has reserved leading 
positions for Kuwaitis expect in rare cases. The Personnel Department 
specifies an age range and no one is recruited below 18 years of age or 
above 40 years of age. We were told by the Chairman of the Board that:
"The company would prefer recruiting non-Kuwaitis for their low cost, 
that would help in a highly competitive market. "
The Personnel Manager revealed some of the problems that face the
company in the recruitment process including:
1. Non-availability of skilled manpower on the local market.
2. Kuwaiti nationals are reluctant to have a job in the company due to the 
nature of work which they consider unfit from the social perspective. Some 
Kuwaitis seek administrative jobs which are usually limited or request 
leading posts although they have no experience.
A successful Kuwaiti candidate is required to submit an official 
attestation that he is exempted from military service and in the case of 
ex-government employees in grade 1,2,3 he must have approval from the CSC. 
Kuwaiti applicant will be appointed three grades above his non-Kuwaiti 
counterpart as an incentive.
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2. Employment Contract
There are two type of contract in NIC:
1. Limited period contracts with a duration of two years, automatically 
renewable with the consent of both parties. This type of contract is 
usually reserved for technical specializations where there is great demand 
in the local labour market. One to three months prior notice is required 
from the parties to terminate the contract, and salaries are high.
2. Unlimited period contracts give either side the right to terminate the 
contract at any time by serving 15 days prior notice to the other party. 
Such contracts are granted to most of the company personnel.
3. Training in NIC
The company does not appear to have any policies or mechanisms for 
training Kuwaitis or non-Kuwaitis.
4. Grades and Wages and Salaries
Table (8.B.6) shows that Kuwaitis are rarely found in these low grades
(ie below 14) while they represent 50% in top management (20-22) in line 
with the company's policy of Kuwaitisation at this level.
The latest revision in pay scales were affected in 1983 and they are 
low if compared with the government sector. However, although there are
no official pay differentials between Kuwaitis and non-Kuwaitis, the former
are favourably treated because, on recruitment, they are appointed 3 grades 
higher than a similarly qualified non-Kuwaitis. In the grades where 
Kuwaitis will accept jobs this amounts to positive discrimination of 
between 41% (grade 15 vs 12) and 100% (grade 21 vs 18) . Some 67% of the 
non-Kuwaiti labour force are employed on grade 8 or less.
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5. Labour Wastage
Table (8.B.7) shows that the turnover rate among non-Kuwaitis fell from 
a massive 31% in the boom period of 1980 to 14.3% in 1988. The turnover 
rate for Kuwaitis is particularly sensitive because of the small number 
employed. Eight Kuwaitis left in 1988 giving a high turnover of 16.7%. The 
reasons behind this high turnover are that five Kuwaitis left for better 
job opportunities and 3 employees took early retirement.
6. Performance appraisal
Performance appraisal is conducted at the end of each fiscal year 
(June) with the aim of assessing staff performance and evaluating their 
productivity in order to grant them an annual allowance or promotion. The 
performance appraisal covers:-
1. For all occupations: work quality, productivity, reliability, 
cooperation, attendance and obedience.
2. For leading posts: the ability to take decision, and the ability to 
plan, organize and control, organisational and manpower development.
8.B.5 Kuwaitisation Policy In NIC
A Kuwaitisation policy was adopted recently at NIC in line with 
directives issued by the Ministry of Finance to Kuwaitise leading posts. 
Other administrative jobs are also acceptable by the Kuwaitis and 
preference in grading recruits appears the only measure used to attract 
them. Outside the leading positions non-Kuwaitis are preferred in the 
company for their lower cost and the company can point to the state's 
directives for expenditure rationalization and cost reduction. This policy 
rather than Kuwaitisation obviously extends to the employment of 
technicians, one area where some Kuwaitis could be found and possibly 
retained if sufficient incentives were available.
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Kuwaitis used to occupy jobs in the government in grade 1,2 and 3 and 
engineers should obtain the approval of the CSC. Recruitment is made only 
when vacancies are available but there is currently no plans to replace 
non-Kuwaitis by Kuwaitis.
8.B.6 Industrial Relations In NIC
There is no unionisation of NIC employees because the lower number of 
Kuwaitis employed in the NIC and the vast majority in the managerial 
positions. The NIC increasingly favours Asian staff who are generally 
regarded as reliable and competent.
8.B.7 Conclusion NIC
NIC has obviously no real drives to extend Kuwaitisation significantly. 
Despite Kuwaiti retirements substantial pay differentials appear to have 
had some success in placing Kuwaitis in high levels and in some 
administrative positions. However, in the technical grades no such effort 
appears to have been made, the company was relying on the conflicting 
government directive to cut costs. There appears to be no training 
programme and formal manpower planning has barley begun.
The only positive sign is a cost based determination to use automation 
rather than a fresh influx of non-Kuwaitis when the next upturn comes. This 
might at least helps the Kuwaitisation picture at the national level from 
going backwards.
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8.C AL GHANIM INDUSTRIES (AGI) CASE No. 9 
8.C.1 Introduction AGI
"Al-Ghanim Industries" (AGI) is one of the largest private sector 
organisations in Kuwait comprising a group of six subsidiaries, involved in 
marketing, sales and service activities, covering capital goods, cars, 
consumer products, advertising, finance and insurance.
All the companies are wholly owned by one of the oldest and most 
renowned families in Kuwait, the "Al-Ghanim" family. After a very 
successful decade in the 1970's the local economic slow down and the Iran- 
Iraq war have affected the company's business and profitability, reflected 
in a fall in the workforce of 19.4% since 1980.
8.C.2 Workforce In AGI
1. Numbers and nationalities
Table (8.C.1) shows that the total workforce at AGI in 1988 numbered 
2004 of whom less than 1% were Kuwaitis, 53% other Arabs, 44% Asians, and 
less than 2% other nationalities. In 1975-80 employment grew by 61%, all of 
which was non-Kuwaiti labour. In the more difficult economic circumstances 
of the 1980s there has been a 20% reduction in employment which has been 
concentrated among other Arab employees. Among the reasons cited for the 
reduction in the workforce since 1980 were competitive pressure, the 
economic slow down, the use of automation and improved productive 
efficiency.
On asking about the scarcity of Kuwaiti nationals in AGI, the Personnel
Manager said that:
"Kuwaitis are unwilling to serve in the private sector. First because 
they are not satisfied with the proposed salaries, second, the nature 
of some jobs is found socially unacceptable, the long 8 hour working 
day and the wide availability of easy work openings to them in the 
Government sector."
Though Arabs are 53% of the total workforce, the company is now 
planning to recruit more Asians because they accept low wages, include more
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qualified technicians, are fluent in English, endure hard work and present 
no problems with the Ministry of Social Affairs and Labour in the matter of 
manpower importing.
2. Workforce by Sex
Table (8.C.2) indicates that female staff are less than 5% of the total 
workforce in 1988, while Kuwaiti females are totally absent. A reason for 
the low rate of female employment is that most of the labour force work are 
in traditionally male occupations. Secretarial and clerical jobs have not 
attracted Kuwaiti females because of the long working hours.
3. Workforce by occupation
Table (8.C.3) shows that although workers in technical and crafts jobs
represent 60% of the total workforce there is not a single Kuwaiti among
them. When asked why there were no Kuwaitis in these areas, the Personnel
Manager commented:-
"Technicians and craftsmen are scarce among the Kuwaiti nationals, 
even if they are foundf they will prefer a government occupation 
because of shorter office hours and better salaries. Even if a 
Kuwaiti has graduated from a technical or vocational school, he would 
prefer to do administrative work. Kuwaitis, on the other hand, like 
Public relations activity and almost all our Public Relations Staff 
are now Kuwaitis. They are not willing to have sales jobs, probably 
due to the social factor."
Kuwaiti nationals account for only 13.2% of all managerial posts. This
is a low percentage especially as the company owners are classified as
managers. On asking why low Kuwaitis in managerial jobs (which are mainly
acceptable by them), the Personnel Manager replied that:
"Kuwaitis are costly because they want high wages, are inexperienced, 
and have no background in technical and crafts jobs. "
4. Workforce by age structure
Table (8.C.4) shows that about 47% of the total workforce lie in the 
age range of 30-39 because many jobs require practical experience before
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recruitment, in addition to the company's tendency to retain experienced 
technical and vocational staff. The Kuwaitis are situated in age groups 
between 30-34 and 40-44, only one Public Relations Officer is over 60. 
Asked about the non-Kuwaitis age 60 years and above, the Personnel Manager 
said:
"The company does not terminate their services because of its need 
for their long experience. But whenever such a person is proved to be 
unproductive, then the company will not hesitate to terminate his 
contract.”
5. Workforce by length of service
Table (8.C.5) indicates that about 43% of the total workforce have less 
than 2 years service suggesting that the company has a problem of high 
turnover ( see table 8.C.7). Very few staff have long service as only 6.9% 
have been with the company for more than 15 years. The large number of 
recent recruits were mainly low cost Asians. Only four Kuwaitis were 
appointed during the last two years, all for the Public Relations Officer.
8.C.3 Manpower Planning in AGI
1. Manpower Planning Process
The Personnel Manager defined manpower planning at AGI as:
"An integral part of the operational yearly planning for the 
activities to be undertaken by the organisation's departments, 
eventually aimed at recruiting suitable persozmel from both quantity 
and quality aspects. "
Each department is responsible for its own manpower planning. At least 21
departments of AGI set out their own manpower plan in the light of their
needs and the volume of work to be performed, during the relevant year. Each
department has a separate budget and is responsible for bringing about its
planned activity.
The Personnel Department plays an expediting role so that no plan is 
delayed or rejected, and tries to fulfil all manpower requirements for the 
various departments after studying their effective needs. The Personnel
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Department would seek to get these requirements from a market where cheap 
skilled manpower is available, and most recruits are foreign, especially 
Asians. On the Kuwaiti labour market, it is difficult to find qualified 
workers because of their shortage and because of the unattractiveness of 
company work.
Mathematical methods are not used to forecast manpower demand. As for 
the manpower supply analysis, each Department will, in collaboration with 
the Administrative Affairs Department conduct an analysis of available 
manpower in terms of promotions, resignations, retirements and analysis of 
the labour market situation whether locally or internationally.
2. Difficulties in Manpower Planning Process
Problems in the area of manpower planning are considerably reduced by 
the fact that each Department is responsible for preparing its annual plan, 
which is reviewed quarterly to detect any deviation. While recourse to 
foreign labour markets is time consuming and it is difficult to have 
reliable forecasts of the local or foreign economic conditions, there are 
few perceived problems with manpower planning because the policies are so 
straight forward ie. recruit at the lowest cost from cheap foreign labour 
who can be given fourteen days notice.
8.C.4 Personnel Functions in AGI
1. Recruitment & Selection
Specifications of employees to be recruited are decided by the 
undermanned Department and the Recruitment Section given enough details and 
time to find suitable staff. Initially a survey is conducted by the 
Recruitment Section to see if somebody can be promoted or transferred from 
another department to fill the vacancy. The Recruitment Section also 
monitors the local market, from accumulated applications, usually from 
artisan Arab residents in Kuwait and advertising in group newspapers.
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However, it should be noted that the company gives higher preference to 
staff recruitment from outside Kuwait because of low cost and relative 
abundance of such manpower with the required skills and experience, high 
productivity, and a readiness to accept all types of jobs. Asians are 
preferably recruited from East Asian countries as Sri-Lanka, India and the 
Philippines. Special recruiting committees are sent to East Asia and some 
other countries for manpower selection on the spot from those screened by 
the commercial job agencies.
Asking about the company's future manpower requirements, the Personnel
Manager explained that following the ceasefire in the Iraq-Iran war, and
optimistic forecasts for boost in the Kuwait economy , he expects a
reasonable increase in the workforce. He added that the AGI is currently
pursuing the use of automated equipment to reduce the number of unskilled
workers, retain highly skilled staff and increase their productivity.
Recruitment figures indicate that only three Kuwaitis were appointed in
1988. The Personnel Manager asserted that:
"In principle the company has no objection on employing Kuwaitis. The 
problem is that it may cost us double what is needed to employ a non- 
Kuwaiti with similar qualifications and experience. "
Also, a new law recently obliged private sector employers to pay 10% of
total salary of each Kuwaitis employee per month as a subscription to
Social Insurance, (see chapter 5) . Consequently, the company has been
reluctant to recruit more Kuwaiti personnel.
We asked the Personnel Manager about the low representation of female
in recruitment, (only 2.4% in 1988). His response was:
"First of all the company prefers male recruitment mainly because the 
nature of its works suits men more. Moreover, men have a sense of 
full life responsibility while women take work as a temporary stage 
where they can spend a pleasant time. Another problem is their 
uncontinuity and they particularly complain about the unavailability 
of special transport means."
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2. Employment Contract
Contracts at AGI vary according to occupations, and their scarcity. 
However, there are two major types of contracts;
a) Unlimited period contracts: this covers the majority of company 
employees. In this contract, the probation period is 3 months, and the 
notice period is two weeks which can be extended upto two months by mutual 
consent. The contract includes basic salary and provision for a return air 
ticket to the staff's home country at the end of his/her service.
b) Special contracts for senior officials of two years duration. These 
contracts include privileges such as accommodation, car, leave and yearly 
salary increases.
Temporary contracts are sometimes used to substitute for a secretary or 
other officer during absence, or to offset manpower shortages in case of 
occasional increase in work load.
3. Training in AGI
AGI recruits staff with suitable experience and has no special training 
centre. Most of the training in the company is carried out on-the-job. A 
number of training programmes are designed, usually for the managers, to 
introduce some new equipment or generally to acquaint them with new 
technological developments. Training programmes on strategic planning are 
offered to the managers at higher level. Other training programmes involve 
middle management to improve their capabilities, and executives to develop 
their skills. Training is conducted on-the-job and involves short courses 
not exceeding five days. New employees particularly graduates are also 
offered courses to develop their skills and train them on advanced 
technologies and modern equipment. Training costs depend on the type of 
programmes but never exceed KD 10,000 in one year.
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4. Grades and Average Wages & Salaries
Wages and Salaries at AGI begin at KD 80 for grade (2-5) per month and
go upto KD 1000 for grade (00) and over for the top management. Salaries 
are fixed with no extra except allowances for Senior Management Officers
who are given a bonus in the light of the profits realized by their
Departments. They are also granted a car and housing allowance, but these
benefits may vary from one Manager to another according to their nature of
work and their status.
Table (8.C.6) predictably shows the total absence of Kuwaiti staff in 
grades with low salaries, although three Kuwaitis appear in the 10-12
grade. In 1984, the latest revision to the wages and salary scale was
carried out to adapt to the local market situations. A main objective of 
the company is to achieve higher profitability. It has, therefore sought 
cheap but skilled manpower from outside Kuwait and it is noteworthy that 
there are no salary differentials between Kuwaitis and non-Kuwaitis and the 
Kuwaitis are given no privileges over others upon recruitment. Almost 90% 
of employees are in the lowest income bands.
5. Labour Wastage
From table (8.C.7) it can be noted that the growth rate of AGI exceeded
7% in 1980 as compared to a negative growth rate of 5% in 1988. This
decline was attributed to many causes including, but not limited to, 
introduction of automated equipment, which resulted in workforce reduction,
together with improvement of skills and quality of available manpower.
Restrictions imposed by Government Authorities on manpower importation from 
certain nationalities also hampered recruitment.
Table (8.C.7) also indicates the workforce turnover rate, which was 
over 25% in 1988 compared to 12% in 1980. The Personnel Manager attributed 
this to many causes including.
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1. Some employees (especially Arabs and some Asians) leave whenever they 
get a better work opportunity.
2. The company recently terminated the contracts of some workers in 
implementation of a prior agreement with the exporting countries, 
(Philippines for example).
3. Some employees were discharged when the company started using automated 
equipment to develop its production process such as the electronic mail, 
computerization of handling of spare parts, and marketing operations.
4. Low activity in maintenance projects obliged the company to terminate 
the contracts of specialist manpower.
Evidence in other case studies was that turnover rates had declined in 
1988. The considerable increase in AGI was partly due to redundancies but 
also suggests that wage levels are low and employment with the company has 
become relatively less attractive.
6. Performance appraisal
Performance appraisal, conducted by each department accounted for its 
own productivity as part of the operational plan. The department is also 
responsible for evaluation of the performance of its personnel. Company 
officials were reluctant to provide information on this issue.
8.C.5 Kuwaitisation Policy in AGI
There is no policy for Kuwaitisation in the company, and this is 
confirmed by the size of Kuwaiti workforce. Commenting on this issue, the 
Personnel Manager said that;
"The company encourages the recruiting of Kuwaitis but without giving 
them any privileges and on condition that they accept the grade and 
salary offered by the company and the prescribed office hours on 
equal footing with non-Kuwaitis. They should agree to the work 
conditions and be responsible exactly the same way as other company 
staff. If they accept these conditions they are welcome and the 
company will have no objection to recruiting them. ”
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He also repeated familiar difficulties such as employing Kuwaitis in non- 
prestigious jobs, the lack of qualified Kuwaitis and their low 
productivity.
8.C.6 Industrial Relations in AGI
Unsurprisingly there is no recognised trade union representation among 
AGI employees and the group appears to treat the majority of employees as 
best suits the organisation in the light of economic conditions.
8.C.7 Conclusion AGI
The company has made virtually no progress on Kuwaitisation since 1975, 
despite large number of expatriates in positions acceptable to Kuwaitis 
such as management, supervisory and clerical posts. Salary scales, training 
and automation all appear to be used exclusively in pursuit of profit 
maximisation, with no attempt to positively attract Kuwaitis away from 
government posts involving the same occupation. The attractive conditions 
of government service make this an expensive option.
The total lack of Kuwaiti technicians and craftsmen limits the ability 
of the company to promote Kuwaitis into those supervisory roles which 
require technical experience. The company seems contend to put the profit 
motive above Kuwaitisation especially when the two are in conflict.
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Table (8.A.1) Total workforce in NBK by nationalities at the end of each
year during the period 1980 - 1988.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaiti
1980 233 991 475 51 1750 13.3
1985 270 1013 452 45 1800 15.0
1986 310 1021 385 40 1756 17.7
1987 316 1002 365 39 1722 18.3
1988 365 990 338 34 1727 21.1
change
80 - 88 132 - 1 -137 -17 -23 7.8
Source: Huian Resource Department N8K, Jan 1989 (constructed) 
Data in 1975 not available (NA)
Others: American & European
Asians: Mainly Indian, Phillipine and Pakistani
Table (8.A.2) Total Workforce in NBK by 
sex and nationality 1988











Total 1268 459 1727 26.6
X Kuwaiti 20.0 24.4 21.1
Source: Human Resource Department NBK, 
Jan 1989 (constructed)
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Table (8.A.3) Total workforce in NBK by occupation, sex t nationality at the end of 1980 and 1988.
Occupation
1980 1988
Kuwaiti Non-Kuwaiti Total \
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Total 179 54 233 1054 463 1517 1233 517 1750 100.0 13.3 253 112 365 1015 347 1362 1268 459 1727 100.0 21.1
Source: Huiun Resource Departeent NBK Jan 1989 (constructed) 
Table (8.A.4) Total workforce in NBK by age group and 
nationality 1988.
Age Group Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Below 20 year - - - . .
20 - 24 49 34 83 4.8 59.0
25 - 29 63 216 279 16.2 22.6
30 - 34 79 351 430 24.9 18.4
35 - 39 74 281 355 20.5 20.8
40 - 44 63 364 427 24.7 14.7
45 - 49 21 48 69 4.0 30.4
50 - 54 8 50 58 3.4 13.8
55 - 59 6 15 21 1.2 28.6
60+ 2 3 5 0.3 40.0
Total 365 1362 1727 100.0 21.1
Source: Hunan Resource Departeent NBK, Jan 1989 (constructed)
Table (8.A.5) Total workforce in N8X by ' of service i 
nationality 1988.
Length of service Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Below one year 49 21 70 4.0 70.0
1 - 2 26 27 53 3.0 49.1
3 - 5 60 314 374 21.7 16.0
6 - 10 102 397 499 28.9 20.4
11 - 15 45 342 387 22.4 11.6
16+ 83 261 344 20.0 24.1
Total 365 1362 1727 100.0 21.1
Source: Hunan Resource Departeent NBK, Jan 19 89 (constructe d)
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Table (8.A.6) Total workforce in NBK by Grades & nationality 1988
Grades Kuwaitis N.Kuwaitis Total \ Total X Kuwaiti
12 - 16 30 120 150 8.7 20.0
11 22 90 112 6.5 19.6
10 20 71 91 5.3 22.0
9 23 63 86 5.0 26.7
8 32 78 110 6.4 29.1
7 53 80 133 7.7 39.8
6 59 76 135 7.8 43.7
5 92 188 280 16.2 32.8
4 26 141 167 9.7 15.6
3 8 122 130 7.5 6.1
2 - 48 48 2.8 -
1 - 18 18 1.0 -
F6 - 267 267 15.5 -
Total 365 1362 1727 100.0 21.1
Source: Huian Resource Departient NBK, Jan 1989 (constructed) 
FG = Unskilled workers 
12 - 16 Top aanageient
Table (8.A.7) Total workforce in NBK by Growth rate, Turnover rate, sex and nationality at the end of 1980 and 1988.
1980 1988
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
n F T H F T H F T H F T H F T H F T
Actual eaployees at 
the beginning of year
174 48 222 1073 405 1478 1247 453 1700 210 106 316 1059 347 1406 1269 453 1722
Appointient 35 16 51 86 42 128 121 58 179 60 19 79 21 - 21 81 19 100
Separations 30 10 40 52 37 89 82 47 129 17 13 30 65 - 65 82 13 95
Actual eiployees at 
the end of the year
179 54 233 1107 410 1517 1286 464 1750 253 112 365 1015 347 1362 1268 459 1727
Net increase/(decrease) 5 6 11 34 5 39 39 11 50 43 6 49 (44) - (44) (1) 6 5
Net growth rate 2.9 12.5 5.0 3.2 1.2 2.6 3.1 2.4 2.9 20.5 5.7 15.5 (4.1) - (3.1) (0.1 1.3 0.3
Turnover Index 17.2 20.8 18.0 4.8 9.1 6.0 6.6 10.4 7.6 8.1 12.3 9.5 6.1 - 4.6 6.5 2.9 5.5
Source: Huian Resource Departient NBK Jan 1989 (constructed)
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Table (8.6.1) Total workforce in NIC by nationality at the end
of each year during the period 1975 - Jan 1989.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaiti
1975 HA NA NA NA 2150 -
1980 56 2166 541 8 2771 2.0
1985 54 1709 429 6 2198 2.5
1986 50 1293 531 9 1883 2.7
1987 49 1296 522 8 1875 2.6
1988 43 1210 511 3 1767 2.4
Jan 1989 43 1210 510 3 1766 2.4
change 
80 - Jan 89
-13 -956 -31 -5 -1005 0.4
Source: Personnel Departient NIC, Jan 1989 (constructed)
Table (8.B.2) Total Workforce in NIC by 
sex and nationality Jan 1989.
Hale Feaale Total X Feiale
Kuwaiti 42 1 43 2.3
Non-Kuwaiti 1693 30 1723 1.7
Total 1735 31 1766 1.8
X Kuwaiti 2.4 3.2 2.4
Source: Personnel Departient NIC, Jan 1989 
(constructed)
Table (8.B.3) Total workforce in NIC by occupation, sex I nationality Jan 1989.




aitiH F T H F T H F T
Top Hanageient 
& Hanagers
23 - 23 10 - 10 33 - 33 1.9 69.7
Adainistrators 13 1 14 89 1 90 102 2 104 5.9 13.5
Engineers 3 - 3 10 - 10 13 - 13 0.7 23.1
Technicians 2 - 2 339 8 347 341 8 349 19.8 0.6
Clerical staff 1 - 1 148 21 169 149 21 170 9.6 0.6
Skilled workers - - - 172 - 172 172 - 172 9.7 0.0
Unskilled workers - - - 925 - 925 925 - 925 52.4 0.0
Total 42 1 43 1693 30 1723 1735 31 1766 100.0 2.4
Source: Personnel Departient NIC Jan 1989 (constructed)
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Table (8.B.4) Total workforce in NIC by age group I nationality Jan 1989
Age Group Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Below 20 year - 7 7 0.4 0.0
20 - 24 - 72 72 4.1 0.0
25 - 29 9 218 227 12.8 4.0
30 - 34 10 376 386 21.8 2.6
35 - 39 12 340 352 19.9 3.4
40 * 44 6 281 287 16.3 2.1
45 - 49 6 234 240 13.6 2.5
50 - 54 - 151 151 8.6 0.0
55 - 59 - 37 37 2.1 0.0
60+ - 7 7 0.4 0.0
Total 43 1723 1766 100.0 2.4
Source: Personnel Departient NIC, Jan 1989 (constructed)
Table (8.8.5) Total workforce in NIC by Length of service I 
nationality Jan 1989.
Length of service Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Below one year 1 136 137 7.8 0.7
1 * 2 3 67 70 4.0 4.3
3 - 5 11 381 392 22.2 2.8
6 - 10 12 670 682 38.6 1.8
11 - 15 10 330 340 19.2 2.9
16+ 6 139 145 8.2 4.1
Total 43 1723 1766 100.0 2.4
Source: Personnel Departient NIC, Jan 1989 (constructed)
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Table (8.8.6) Total workforce in NIC by Grades, Nationality and monthly
Gross pay per eiployee Jan 1989.





22 8 2 10 •0.6 80.0 1150 1590
21 9 5 14 0.8 64.3 900 1285
20 6 16 22 1.2 27.3 680 1010
19 4 6 10 0.6 40.0 507 771
18 6 8 14 0.8 42.8 449 680
17 2 15 17 1.0 13.3 399 597
16 2 21 23 1.3 8.7 355 520
15 2 17 19 1.1 10.5 310 440
14 1 32 33 1.9 3.0 276 396
13 - 41 41 2.3 0.0 246 347.25
12 1 54 55 3.1 1.8 220 310
11 - 49 49 2.8 0.0 196 279.25
10 1 217 218 12.3 0.5 171 243
9 - 83 83 4.7 0.0 153 209
8 1 220 221 12.5 0.4 138 190.5
7 - 156 156 8.8 0.0 121 163
6 1 128 129 7.2 0.8 108 143
5 - 128 128 7.2 0.0 98 129.5
4 - 116 116 6.6 0.0 88 112.5
3 - 292 292 16.5 0.0 80 101
2 - 68 68 3.9 0.0 73 94
1 - 50 50 2.8 0.0 67 84.5
Total 43 1723 1766 100.0 2.4
Source: Personnel Departient NIC, Jan 1989 (constructed)
Table (8.8.7) Total workforce in NIC by 6rowth rate, Turnover rate, sex and nationality at the end of 1980 and 1988.
1980 1988
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
F T N F T H F T H F T H F T H F T
Actual eiployees at 
the beginning of year
58 - 58 2551 20 2571 2609 20 2629 48 1 49 1796 30 1826 1844 31 1875
Appointient - - - 937 3 940 937 3 940 2 - 2 151 8 159 153 8 161
Separations 2 - 2 795 1 796 797 1 798 8 - 8 253 8 261 261 8 269
Actual eiployees at 
the end of the year
56 56 2693 22 2715 2749 22 2771 42 1 43 1694 30 1724 1736 31 1767
Net increase/(decrease) (2) - (2) 142 2 144 140 2 142 (6) - (6) (102) - (102) (108) - (108)
Net growth rate (3.4) - (3.4) 5.6 10.0 5.6 5.4 10.0 5.4 (12.5) - (12.5) (5.7) - (5.6) (5.9) - (5.8)
Turnover Index 3.4 - 3.4 31.2 5.0 31.0 30.5 5.0 30.3 16.7 - 16.3 14.1 • 14.3 14.2 • 14.3
Source: Personnel Departient NIC Jan 1989 (constructed)
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Table (8.C.1) Total workforce in A6I by nationality at the
end of each year 1975 - 1988.
Years Kuwaitis Other Arabs Asians Others Total X Kuwaiti
1975 4 998 492 46 1540 0.3
1980 5 1526 892 62 2485 0.2
1985 5 1413 934 58 2410 0.2
1986 8 1355 632 42 2217 0.4
1987 14 1244 820 39 2117 0.7
1988 17 1066 886 35 2004 0.8
change
75 - 88 13 68 394 -11 464 0.5
Source: Personnel Departient AGI, Dec 1988 (constructed)
Table (8.C.2) Total workforce in A6I by 
sex and nationality 1988.
Hale Feiale Total X Feiale
Kuwaiti’s 17 - 17 -
Non-Kuwaitis 1890 97 1987 4.9
Total 1907 97 2004 4.8
X Kuwaiti 0.9 - 0.8 -
Source: Personnel Departient AGI, 1988 
(constructed)
Table (8.C.3) Total workforce in AGI by occupation, sex I nationality 1988.




aitiH F T H F T H F T
Top Hanageient 14 - 14 91 1 92 105 1 106 5 . 3 1 3 .2
& Hanagers 
Supervision 3 „ 3 251 6 257 254 6 260 1 3 .0 1 .2
Clerical Staff - - - 171 90 261 171 90 261 1 3 .0 0 . 0
Technicians I Crafts - - - 1203 - 1203 1203 - 1203 6 0 . 0 0 . 0
Workers
Unskilled workers - - - 174 - 174 174 - 174 8 . 7 0 . 0
Total 17 - 17 1890 97 1987 1907 97 2004 1 0 0 .0 0 . 8
Source: Personnel Departient AGI 1988 (constructed)
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Table (8.C.4) Total workforce in AGI by age group i
nationality 1988.
Age Group Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Below 20 year - 36 36 1.8 0.0
20 - 24 - 315 315 15.7 0.0
25 * 29 3 282 285 14.2 1.0
30 - 34 4 413 417 20.8 0.9
35 - 39 2 522 524 26.1 0.4
40 - 44 5 210 215 10.7 2.3
45 - 49 2 128 130 6.5 1.5
50 - 54 - 43 43 2.2 0.0
55 * 59 - 32 32 1.6 0.0
60+ 1 6 7 0.4 14.3
Total 17 1987 2004 100.0 0.8
Source: Personnel Departient AGI, in 1988 (constructed)
Table (8.C.5) Total workforce in AGI by Length of service & 
nationality 1988.
Length of service Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Below one year 3 421 424 21.1 0.7
1 * 2 1 430 431 21.5 0.2
3 - 5 4 169 173 8.6 2.3
6 - 10 6 453 459 22.9 1.3
11 - 15 3 377 380 19.0 0.8
16+ 1 137 138 6.9 0.7
Total 17 1987 2004 100.0 0.8
Source: Personnel Departient AGI, 1988 (constructed)
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Table (8.C.6) Total workforce in AGI by Grade, nationality and average
wages and salaries in 1988.
Grades Kuwaitis N.Kuwaitis Total X Total X Kuwaiti
Average wages 
I Salaries
00 11 54 65 3.2 16.9 1000+
71 - 74 - 18 18 0.9 0.0 550-999
61 - 64 1 31 32 1.6 3.1 450-750
51 - 53 1 38 39 1.9 2.5 350-600
41 - 43 1 54 55 2.8 1.8 250-450
10 - 12 3 444 447 22.3 0.7 200-400
6 - 9 - 903 903 45.1 0.0 140-240
2 - 5 - 445 445 22.2 0.0 80-130
Total 17 1987 2004 100.0 0.8
Source: Personnel Departient A6I, 1988 (constructed)
Table (8.C.7) Total workforce in AGI by Growth rate, Turnover rate, sex and nationality at 1980 and 1988.
1980 1988
Kuwaiti Non-Kuwaiti Total Kuwaiti Non-Kuwaiti Total
N F T H F T H F T H F T H F T M F T
Actual eiployees at 
the beginning of year
4 1 5 2267 48 2315 2271 53 2324 14 - 14 2007 96 2103 2021 96 2117
Appointient - - - 427 23 450 427 23 450 3 - 3 411 10 421 414 10 424
Separations - - - 280 5 285 280 5 285 - - - 528 9 537 528 9 537
Actual eiployees at 
the end of the year
4 1 5 2414 66 2480 2418 67 2485 17 - 17 1890 97 1987 1907 97 2004
Net increase/(decrease) - - - 147 18 165 147 18 165 3 - 3 (117) 1 (116) (114) 1 (113)
Net growth rate - - - 6.5 37.5 7.1 6.5 34.0 7.1 21.4 - 21.4 (5.8) 1.0 (5.5) (5.6) 1.0 (5.3)
Turnover Index - - - 12.3 10.4 12.3 12.3 9.4 12.3 - - - 26.3 9.4 25.5 26.1 9.4 25.4
Source: Personnel Departient AGI in 1988 (constructed)
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CHAPTER NINE
KUWAITISATION AT THE MICRO LEVEL - THE EMPIRICAL RESULTS
9.1 Int roduct ion
This chapter brings all the case studies together and considers the 
degree of success in achieving Kuwaitisation . The focal point is to 
determine what measures and models are adopted in replacing foreign 
workers, how they may be implemented and what are the various factors that 
might determine whether Kuwaitisation has been successful. The empirical 
investigation is built around the research analytical framework (see 
chapter 1) and the research hypotheses which are derived from the theory 
and the preliminary case studies in chapter 6. This micro investigation in 
conjunction with the attitude surveys (chapter 10), not only increases the 
scope of the research, but provides a complete picture of the phenomenon of 
Kuwaitisation and furnishes a platform for strong and well-documented 
inference.
9.2 Kuwaitisation in the public and private sector organisations
The debate on the relative roles of the public and private sector in 
Kuwaitisation revolves around the objectives of these two types of 
organisation. While a public enterprise is a multidimensional institution 
with public as well as enterprise commitments, the private enterprise is 
mainly concerned with the enterprise dimension having the main objective of 
profit maximization, (Jones, 1982) . Thus, it can be argued that to the 
extent that the public sector is owned and controlled by the state, it can 
be mobilised more effectively to employ more Kuwaiti nationals (ie easily 
for policy objectives), while in the private sector profit comes first, 
irrespective of who generates the profit.
Most writers ( for example Jones, 1982; Marsh and Kreacic 1986; Ahmed, 
1987) on public enterprises stress the importance of job creation as a
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major goal of the Public sector. The fact that this goal is classified as
economic does not obscure social and political dimensions.
Grillis & Perprah (1981/82) argued that a common socio-economic 
justification for establishing public enterprises is employment creation 
(or the reduction of unemployment). It is often felt that, as a creation of
the state, the public sector will be more effective and more enthusiastic
in the creation of employment than its profit seeking counterpart. Similar 
arguments can be said in the case of other aspects of employment policies 
such as Kuwaitisation. The government obviously will try to effect the 
policy where it has a direct control i.e the public sector.
Table (9.1) demonstrates the framework of analysis (Hypotheses testing) 
on the basis of the findings of the case studies. It shows the 
Kuwaitisation score for the 1980s based on the annual growth in Kuwaiti 
employment and the annual change in percentage of Kuwaitis and in total 
employment for each organisation. The higher the combined score the greater 
the success in Kuwaitisation. Other variables showed in table (9.1) will be 
considered later in the chapter where it is relevant.
Table (9.1) and figures 9.1-9.7 clearly indicate that the selected 
public enterprises in general experienced increases in Kuwaiti 
participation in their labour force, whereas private enterprises, ( apart 
from the NBK) maintain a relatively low Kuwaitisation score. Evidence from 
the cases showed that a number of factors caused such variation. The 
government employment policies such as guaranteed employment, attractive 
terms of work (high pay, shorter working hours), prestige and commitment 
from the part of managers could be identified as the main factors. 
Moreover, employment of nationals is used to achieve wider goals such as 
national security and a fair distribution of income ( see KAC & KOC case 
studies for authorities' quotations ). In this respect, Birks (1988) 
observed that the policy of giving priority to the employment of nationals
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Table 9.1: Frameuork of Analysis (Hypotheses Testing)
1 2 3 4 5 6 7 8 9 10
t Kuuaitisation Employ KuMaiti females 1988 Labour turnover in
of score 1980s change Wages 1980 + 1988
Case t Of t of
ku total t of all all Differentials kuuaitis H.kuuaiti unionis
Eapl. Prop. Sector 1980s total female kuuaiti 1980 1988 1980 1988 (P.D. ♦
HPH (3) 32.4 6 5 Public 2.11 16.7 34.8 51.5 A 44-51% 3 1 3.2 2.1 2.4 2.9 2
Service
kOC (4) 55.7 1 3 Public -0.lt 1.4 14.5 2.4 H 33.2-74t 3 2 4.8 2.3 6.0 7.2 2
enterprise
KAC (5) 36.1 8 10 Public -0.6% 3.0 19.3 8.4 H 39-61% 3 2 6.0 1.6 8.2 10.1 2
enterprise
KPTC (6) 2.6 3 0 Public 1.41 0.2 21.7 7.0 A/L 2-3 grades 1 0 25.2 20.5 8.2 13.0 0
enterprise
NBK (7) 21.1 6 5 Private -0.lt 6.5 24.4 30.7 H 2 grades 3 2 18.0 9.5 6.0 4.6 1
enterprise
m e  (8) 2.4 -3 0 Private -4.0t 0.1 3.2 2.3 A/L 3 grades 1 0 3.4 16.3 31.0 14.3 0
enterprise
AGI (9) 0.8 Insig 0 Private -2.2t - - - L Insig 0 0 - - 12.3 25.5 0
enterprise
Where:-
1. Nuabers represent class intervals
Observed value of 




Observed value of 




-3.5 -3 -0.7 -3
-2.5 -2 -0.5 -2
-1.5 -1 -0.3 -1
-0.5 0 -0.1 0
0.5 1 0.1 1
1.5 2 0.3 2
2.5 3 0.5 3
3.5 4 0.7 4
4.5 5 0.9 5
5.5 6 1.1 6
6.5 7 1.3 7
7.5 8 1.5 8
8.5 9 1.7 9
9.5 and over 10 1.9 and over 10
3. Annual percent change over the 1980s
4. Percentage 1988
5. Mages Differentials
Sa Wages levels in general 
H High aages 
A Average Mages 
L Lom Mages
5b Average preaiua paid to Kunaitis over non Kueaitis 
doing the saae uork/occupation 
(P.D. - Positive discrimination)
6. HanpoMer planning Ordinal scale 0-5 (see part 9.5)
10.
Hanageeent Coaeitaent 
Ordinal scale 0-5 (See part 9.6)
6.S. : Governaent support
Training Scheme 
High significant 3 
Significant 2
Lo m  significant 1 
Insignificant 0
Unionisation
0. Unions do not exist
1. Soae unionisation but ineffective
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in public sector became, in the Gulf States, established at every 
development stage.
Thus, the empirical observations provide additional evidence for the 
debate on the role of public and private sector as instruments of national 
policy. The selected public enterprises not only confirmed the main thrust 
of the relevant literature, they went further, demonstrating more variables 
in the replacement policy.
However, cases revealed that there are some exceptions to the theory of 
the positive correlation between public sector affiliation and 
Kuwaitisation. It was found that KPTC ( public sector) shares the profile 
of the private enterprises in the sense that its workforce profile, as 
shown in figure 9.4, reflects a low Kuwaitisation score, though it was 
revealed in the case study that the company is adopting a policy for 
Kuwaitisation. The main reason for this apparent reluctance of Kuwaitis to 
join KPTC is of social and cultural dimension. The majority of occupations 
in the company are of 'manual1 nature. It is now well known that Kuwaitis 
are unwilling to accept manual work in the belief that such jobs must be 
'reserved' for foreigners.
On the other hand , it was found that NBK (private sector) has shown 
positive signs of Kuwaitisation. Examining the underlying reasons revealed 
that the serious commitment from the part of the management, the relative 
attractive pay and benefits, and the nature of occupations in the banking 
business, helped the drive of the Bank for employing more and more 
Kuwaitis.
Figures 9.8-9.14 on the occupational distribution show that Kuwaitis 
are highly concentrated in management and administrative occupations and 
virtually non-existent in unskilled jobs. The fact of being a public or 
private enterprise does not change the occupational distribution of 
Kuwaitis. Thus, Kuwaitis were closely confined to prestige, rather than 
productive jobs. Non-Kuwaitis, by contrast dominated productive roles. This
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confirms the cultural attitude problem which has been cited frequently in 
this study.
Consequently, the occupational distribution, viewed in conjunction with 
the identified indigenous workforce gap (figures 9.1-9.7) challenge the 
Kuwaitisation process in a serious manner. However, there is an important 
point needs mentioning here. In KOC the highest representation of Kuwaitis 
was found in the skilled and semi-skilled manual work. Partly this could be 
attributed to the large numbers of Kuwaitis in the oil sector (consider to 
be a prestiges sector) and partly to the high pay. This indicates that by 
some measures the rigid attitudes towards manual work can be relaxed 
gradually.
Case studies ( see KPTC, NIC, and AGI ) clearly indicated that there is 
an increase in the number of Asians at the expense of other nationalities 
particularly the other Arabs. The reasons behind this phenomenon appear to 
be that Asians were favoured because of their fluency in English,- perceived 
obedience, industriousness and their low cost. Choucri and Al-Quadsi (1988) 
noted that the low cost of Asian labour was a major factor behind their 
high participation in Gulf labour force.
9.3 Female Participation and Attitudes Towards Work
The majority of studies that handled the issue of female labour force 
participation in the Arab World ( for example Sokolowska, 1965; Shaw, 1979; 
Alessa, 1981; Al-Moosa & Keith, 1985; Birks, 1988; Anker and Anker, 
1989;..etc) have explored the extent to which culture, tradition and over­
discrimination restrict the terms and conditions of women’s participation 
in the labour force. One limitation of these studies, however, is that 
female participation has been tackled from a single perspective either at a 
macro or a micro level. In this research, it was decided that female 
participation in the labour force was an important element in the 
replacement policy and, should be examined at the level of the enterprise 
and from a macro perspective (chapters 3 and 5). This scope of analysis and
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its dual dimensions, forms a distinct feature of the research. Thus, in the 
following analysis an attempt will be made to examine the participation of 
females in the workforce of these organisations and the factors that are 
encouraging or discouraging women's entrance to a particular organisation.
Table 9.1 shows that the participation rate of Kuwaiti women in the 
workforce is generally low (e.g MPH 16.7% ; KOC 1.4% ; KAC 3% ; KPTC 0.2% ; 
NBK 6.5% ; NIC 0.1% ; and AGI 0% ). This evidence is consistent with the 
data on female participation at the macro level, where only 17 % of all 
Kuwaiti females (aged 15 & above) are in the labour force. Females in 
Kuwait clearly represent a considerable pool of non-employed and under­
employed human resources which could be used to minimise the current labour 
gap.
It is interesting to note that the number of non-Kuwaiti women in these 
organisations is over double that of Kuwaiti women. Non-Kuwaiti women are 
obviously free from the many social and cultural barriers that prevent full 
participation of Kuwaiti women.
The highest availability of Kuwaiti women was found in MPH and the 
lowest in the private sector companies ( NIC, AGI). This emphasises the 
importance of the debate between using the public and private sectors to 
promote Kuwaitisation. From evidence brought about in the case studies it 
can be said that low female participation in Kuwait is attributed to either 
the reluctance of Kuwaiti employers to employ women or the refusal of 
Kuwaiti women to work in certain areas or certain jobs. The underlying 
factors of both tendencies are economic, social and cultural.
Although there are no government restrictions on female participation 
in any particular field, the case survey indicates that women in Kuwait 
seem to prefer traditional jobs. The empirical investigation reported in 
chapters 7 & 8 shows that Kuwaiti females are highly concentrated in
service organisations as they account for 51.5% of all Kuwaitis in MPH and 
30.7% in the banking industry (NBK). This observation is reversed in the
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industrial sector to the extent that female participation in some 
industries (case study No.9 in chapter 8) is zero.
Oppenheimer (1968), following the neo-classical tradition, wrote of the 
concentration of women in certain low pay occupations. This theory of sex 
discrimination has empirical support in this study. In the public and 
private sector there surfaced some distaste among employers for an 
integrated work force. This attitude towards female labour was particularly 
acute in the private sector, operating consistently with the theory of 
profit maximization and efficiency. The female was viewed by management of 
the private organisation as a relatively ineffective, and therefore 
expensive worker. A senior official in Al-Ghanim Co.(case study No.9) 
pointed out that:
". . .. The company prefers male recruitment mainly because the nature 
of its work suits men; moreover, men have a sense of a full life 
responsibility while women take work as a temporary stage where they 
can spend a pleasant time.”
This statement raises issues which are fiercely debated in academic and 
professional circles in the west, that is, female commitment to a career, 
female ability to assume higher responsibility and the extent to which 
females can balance family and career commitments.
Although Kuwaiti female participation in the banking industry (NBK) is 
significant compared to that of the Kuwaiti male, the bank's management 
strongly emphasised their preference for males rather than female recruits, 
mainly because of the Kuwaiti publics preference for dealing with men 
rather than women, long a feature of Eastern Culture. The low quality of 
Kuwaiti females as workers was cited by the management of most of the 
selected private enterprises as a major factor behind reluctance to recruit 
them.
Thus, in addition to the factors external to the workforce , the case 
studies indicated that a number of factors explaining low female 
participation are connected with the workforce. There is a clear preference 
from the part of employers to have males in their workforce rather than
50 7
females. Women are believed to have a particular aptitude for monotonous 
jobs, leave their jobs easily, are frequently absent, and show a certain 
reluctance to accept promotion to posts of responsibility. Such preference 
is matched from the side of females by their apparent reluctance to do 
shift work, to work for longer hours, and not to undertake secretarial or 
typing jobs ( social reason).
If Kuwaitisation is to succeed , employers must consider taking more 
females into their pay-rolls. The discussion has confirmed Hypothesis 1 
(chapter 6) that prevailing social attitudes regarding female employment 
are an obstacles to Kuwaitisation.
9.4 Wage Differentials and Manpower costs
There are two questions around which the discussion is organised in 
this part of the chapter: (1) Are wage differentials between Kuwaitis and
non-Kuwaitis wider or narrower in the public or private sector? (2), What 
impact wage differentials have on Kuwaitisation?. To answer these questions 
the method of analysis used is broadly comparative, in the sense that the 
issue of wage differentials between Kuwaiti and non-Kuwaiti was studied at 
the public and private sector level. To build a dichotomy and a basis of 
comparison between Kuwaiti and non-Kuwaiti and public and private 
organisations, a scaling model has been developed as a vehicle (see table 
9.1) for the classification of data gathered on the two groups.
Review of the literature on the function of wages yielded a number of 
conventional objectives in determining wages as an instrument of economic 
and social policy. Kevin O'Rourke (1988) listed the most important ones as 
follows:- wage levels can (a) allocate labour efficiently between sectors 
by offering workers the highest returns in sectors where they are most 
productive. (b) induce workers to seek the right kind and level of 
training, (c) influence the labour/leisure trade-off. (d) vary so as to 
equate the demand for and the supply of labour, (e) regulate the level of
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aggregate demand.(f) be used to redistribute wealth among different groups 
in society. Therefore, wage differentials must serve one or more of the 
above-mentioned objectives.
In theory, wage differentials are classified into three categories: The 
first category is attributable to imperfection in employment markets; the 
second, to social values and prejudices, which can be deeper and more 
persistent than economic factors, and third, to occupational variations. 
Regarding wage differentials arising from social values, Taira (1966) 
contended that:-
"Wages differentials on social grounds are less susceptible to 
economic forces than [market employment imperfections] but the 
climate of tolerance and the rational outlook that accompany economic 
development tend to modify social values in the direction favourable 
to the levelling of wages differentials."
As Shown in table 9.1, the case studies revealed that Kuwaitis can earn
33% to 74% more than non-Kuwaitis in the public sector due to their
nationality. For the private sector wage differentials were based on a
grading approach, bringing Kuwaitis into employment at a grade ranging from
2 to 3 levels higher than that of comparable non-Kuwaitis; scaling greater
financial reward.
Table 9.2 NBK (Private Sector) wage differential on grading
Kuwaiti Non-Kuwaiti Difference 
Qualification Grade Grade Grade
1) Masters 7 4 3
Degree
2) University 5 3 2
Degree
3) Diploma 4 2 2
4) Secondary 3 1 2
S.C.
Table 9.2 clearly indicates that non-Kuwaitis were discriminated 
against in terms of grading and pay rates (non-Kuwaitis with a Master 
Degree are graded equivalently to a Kuwaiti with a Diploma).
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There is evidence to show that the level of discrimination is higher 
in the public sector than in the private sector. For example in the case 
study no. 9 (AGI) there is virtually no differential between the Kuwaitis 
and non-Kuwaitis. Less discrimination in the private sector is to be 
expected, competitive market should have a levelling effect on wages. The 
high degree of discrimination in the public sector could be explained by 
the state and perceived policy of the Government, which was sought to 
employ every Kuwaiti who so desires, at a very attractive pay irrespective 
of his/her qualifications . This policy would presumably tend to weaken the 
relationship between ability, effort and reward. Al-Qudsi (1985) noted 
that: Wage and job entry differentials were used by Gulf states as a tool
to increase indigenous participation in the labour force. The case of 
Kuwait is no exception. However, it appears that such policy has become 
counter-productive in the sense that Kuwaitis are discouraged from joining 
the private sector due to the relatively higher pay differentials in the 
public sector.
In this regard, Birks (1988) argued that in the public sector, the wage
differentials between nationals and non-nationals in Gulf countries, should
be reduced along the way to achieve the efficient deployment of nationals
in the private sector. Birks (1988) added that:-
"There is a short term cost to be borne in many of the measures. . . to 
gain the longer term goal of a productive work force; the reduction' 
of wage differentials is one of the most obvious examples. "
Obviously, in a sense, pay differentials have a positive effect on the 
process of Kuwaitisation. The case studies of KOC, KAC, and NBK showed that 
cetris paribus the higher the wage differential the more likely that the 
organisation will be able to attract Kuwaiti employees. On the other hand, 
it needs to be emphasised that Kuwaitisation involves bearing more costs. 
It means that replacing less expensive more productive labour (non­
nationals) with more expensive and presumably less productive labour
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(nationals) . This is true, at least, in the short-run. But the issue of 
Kuwaitisation must not be viewed from any single perspective.
Nevertheless, rewards need to be more related to economic realities and 
wage policy should serve to a) maintain Kuwaiti employment in the public 
sector as the accessible vehicle for promoting Kuwaitisation, b) encourage 
private sector employment of Kuwaitis so as to reduce the 'push' for 
employment of foreigners, c) introduce an effort-reward link, and d) tie 
wage scales to an indicator of overall economic activity as to introduce a 
reality component in employers and employees perception of pay and work.
Overall, the evidence confirms hypothesis 2, that higher financial 
rewards paid to Kuwaitis and their lower productivity will hamper 
Kuwaitisation, especially in the private sector.
9.5 Manpower Planning Practice
Over the past two decades, no other aspect of socio-economic 
development planning appears to have been more widely acclaimed and, at the 
same time, more vehemently attacked than manpower planning at both micro 
and macro level, in developed and developing economies (Richter, 1984). Its 
champions have presented manpower planning as the main instrument in 
working out measures to ensure the efficient utilization of human 
resources. Although a great deal has been written about manpower planning 
in developing countries, much less has been done in practice about Gulf 
states and no comprehensive study has been conducted on manpower planning 
at the enterprise level in Kuwait or other Gulf states.
A primary problem at the outset is that there are no generally accepted 
means of describing and classifying manpower planning characteristics and 
profiles. To make a comparison between public and private organisations, a 
scaling model has been developed as a vehicle for classification and 
categorisation of manpower planning practice by the two groups.
The technique adopted is ordinal, in the sense that numbers are 
assigned to various aspects of the scaling model, so that the order of the
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numbers corresponds to the order of magnitude of the objectives and 
instances. The data collected on manpower planning in the selected public 
and private organisations (see table 9.3) were based on opinions and 
descriptions of the manpower planning practice of the research sample. This 
data provide the basis of the model, facilitate the measurements and build 
up the classification and dichotomy. This measure is based on a range of a 
continuum using a scale of 'O' for non-existent, ad hoc and informal 
approaches, to '5' for sophisticated, formal and well-defined short and 
long-term manpower planning,(see Table 9.4). The results have been 
summarised in tables 9.1 and 9.5.
Table 9.3 indicates that most of the public enterprise sample (75%) 
institutionalised manpower- planning compared to 33% of the private 
enterprise sample. This institutionalisation could be taken as an 
indication of the degree of importance attached to manpower planning in 
public services and public enterprises. Results of the empirical survey 
show that in both sectors, it is the personnel department and personnel 
manager who normally have responsibility for manpower planning. This 
observation questions the link between corporate planning and manpower 
planning and to what extent a harmony could be created.
The empirical investigation, particularly cases No. 3,4,5 (table 9.3), 
shows that while public enterprises are inclined to be influenced by 
socio-economic plans of the Government in producing their longer term 
manpower plans, private companies are primarily concerned with short term 
and long term plans built exclusively on their strategies, objectives and 
targets.
With regard to the planning period, table 9.3 shows that the majority 
of the enterprises are likely to plan on a short term basis, using an 
annual plan build around routine budgetary procedures. This sort of 
practice encompasses the global manpower planning activity within a 
budgeting task and is used in the assessment of labour costs. This
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Table 9.3: Manpower Planning practice in the selected Public and Private Organisations


























1. Institutionalisation of manpower planning in the organisations 
Separate Section)
X X X - 75% X - - 33.3t 4 57t
2. Duration of Manpower planning
i) Short Annual
ii) Mediua 2-3























3. Non-existence of manpower planning (short or long) - - - - X - 33.31 1 14.3%
4. Existence merely of acknowledgement of the concept but no 
practice
- - - - X - 33.31 1 14.3t
5. Govt econ-plan is the basic for long term plan X X X - 75% - - 0 3 43t
6 . Short term plans based on budgetary guidelines X X X X loot X - X 66.7t 6 85.7t
7. M.P. Planning based on strategic plan of the organisation - X - 25% X - 33.3% 2 28.5%
8. Qualitative and quantitative analysis of supply, existing I 
demand
- - - 0 X - 33.3t 1 14.3t
9. Qualitative and quantitative analysis of training needs 6 cost - • - 0 X - 33.3t 1 14.3%
10 Specific quantitive objective for the long term NPP (Kuwaiti) X X X - 75t X - 33.3% 4 57t
11 Flexible M.P.P (flexible preparation/implementation) - - - 0 X * 33.3t 1 14.3%
12 Revision of M.P.P 
No. revision on annual basis 
Frequent revision twice/three years 
Monthly revision













13 Analysis of external environment for the purpose of determin­
ing the changing demography, the labour market condition, the 
educational and government policy.
* • X • 25t X • “ 33.3% 2 28.5t
14 Participative approach in drwaing up each dept its plan X X X X lOOt X - - 33.3t 5 71t





















16 Budgetary slack in (M.P.P) (exaggeration) X X X X lOOt - - - 0 4 57t
17 Automation (Replacement Approach) a part of M.P.P - - X - 25t X - - 33.3t 2 28.5t
18 Limited role of the M.P.P. division and use of M.P.P due to 
lack both of conceptual appreciation and management knowledge 
of M.P.P.
X X X X lOOt X X X loot 7 lOOt
313
continue from table 9.3
Manpower Practice/Factors of Measurement;
Public Sector Private Sector
Total 
7 : 100*
MPH KOC XAC XPTC * NBK NIC AGI * No *
19. M.P.P and Personnel Divisions lacks qualified personnel as X X X X 100* X X X 100* 7 100*
well as resources to conduct manpower planning in a
scientific manner
20. No statistical approach (scientific approach) for fore­ X X X X 100* X X X 100* 7 100*
casting F.D.
21. Future demand based on traditional estimation of requirement X X X X 100* X X X 100* 7 100*
22. Final Approval rests with
(i) Top egt of organisation - X X - 50* X - - 33.3* 3 43*
(ii) Committee * - - X 25* - - X 33.3* 2 28.5*
(iii) Minsitry of Finance X - - 25* - - 0 1 14.3*
(iv) Concerned Ministry - - - 0 - - 0 - 0
23. Local market is given high priority in conducting M.P.P - - * 0 X - 33.3* 1 14.3*
24. M.P.P mainly for Xuwaitization only (long tern) X X X 75* - - 0 3 43*
25. Long term M.P.P mainly for achievement of profit max as an . . - 0 X - 33.3* 1 14.3*
objective.
26. Manpower planning practice (time) in relation to date of
establishment
(i) Establishment of M.P.P section
(a) 1970 - 1975 - • - 0 X 33.3* 1 14.3*
(b) 1976 - 1980 X X X 75* - - 3 43*
(c) 1981 - 1985 - - - 0 - 0 - 0
(d) 1986 - 1989 * - 0 - 0 - 0
(ii) Practice (st. date) of M.P.P policy
(a) 1970 - 1975 - - - 0 X 33.3* 1 14.3*
(b) 1976 - 1981 X X • 50* - 0 2 28.5*
(c) 1982 - 1985 - * - 0 - 0 - 0
(d) 1985 - 1989 - - - 25* - 0 1 14.3*
(iii) Long term plans (M.P.P practice)
(a) Before 1985 - - - 0 33.3* 1 14.3*
(b) 1985/86 First year (1st socio eco plan 85/86) X X X 75* - 0 3 43*
(c) After 1986 - - - 0 - 0 - 0
27. There is commitment (mgt t organisational commit) - - - - 0 X - - 33.3* 1 14.3*
28. There is NO commitment (to specific target of M.P.P/Kuwaiti- X X X X 100* - X X 66.7* 2 28.5*
zation)
29. Level of attainment of Xuwaitization (M.P.P)
No attainment X - - X 50* - X X 66.7* 4 57*
90* - X - - 25* - - 2 28*
80* - - X - 25* - - - 0 1 14*
less than 70*
*30. Preparation manpower cost X X X X 100* X X X 100* 7 100*
X factor is then (ie eentioned in the cases) 
* Manpower requirement cost.
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Table 9.4 Ranking of Scaling Model on Manpower Planning
Rank Objects and Stiiuli
0 Manpower planning practice would be inadequate, rudiientary and 
based on adhoc and infonal estimation.
1 Manpower planning is short term, built around the annual budget.
There is no specific objective in relation to
Kuwaitisation.
2 Short and long-term manpower planning. Short-term around the annual 
budget and the long-term plan set recently in accordance with 5 yr plan 
(Goyt) 1985/86. There is no statistical or scientific approach to 
forecasting but there is quantitive target for Kuwaitisation.
3 Short and long-term plan. Internal and external factors are 
considered in designing the plan. Organisational objects are 
considered. Revision is frequent
4 3 plus management commitment, well defined follow-up mechanism and 
reporting. All variables of manpower planning have to be considered 
Forecast is a departure point.
5 Sophisticated manpower policy, built around variables and time 
dimensions. The manpower plan has to set the objectives including 
socio-eco. Very frequent revision. High level of authority 
involvement and more scientific techniques.
Table 9.5 Ranking of the Reseach saiple Manpower Planning practice 
in the selected Public and Private organisations
SOPHISTICATION MODEL
Company Public/Private 0 1 2 3 4 5
3. MPH Public service X
4. KOC Public enterprise X
5. KAC Public enterprise X
6. KPTC Public enterprise X
7. NBK Private X
8. NIC Private X
9. AGI Private X
% of public organisation /4 251 0 75% 0 0 0
X of private organisation /3 33.3% 33.3% 0 33.3% 0 0
X of Total out of 7 28.5% 14.3% 43% 14.3% 0 0
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budgetary approach generates manpower demand but is only indirectly linked 
with the other part of the equation, manpower supply. Public organisations 
in the sample started producing long-term plans only after the Government 
started its 5 year socio-economic plan. The time taken for long-term plans 
to be introduced, compared with the economic life of those public 
enterprises, is a real indication of the absence of this planning 
mechanism. The private enterprises had no commitment to socio-economic 
objectives, and the majority restricted themselves to short-term 
operational plans.
With respect to the level of authority at which manpower planning is 
effected, table 9.3 shows that top management gives the final approval in 
50% of public enterprises while final approval of manpower planning in the 
public service unit (MPH) rests with the Minister of Finance. This reflects 
the difference between the service unit and public enterprises in relation 
to the degree of Government control and intervention. The degree .of
Government intervention in this planning process ensures -at least in 
theory- a positive attitude towards Kuwaitisation. 75% of public 
enterprises maintained a quantitative target for Kuwaitisation. The level 
of achievement, however, was much lower. The data shows the surprising
result that budgetary slack and exaggeration in plans are common symptoms 
in public enterprises. This may be attributed to lack of knowledge,
understanding, and misconceptions on the part of planners and management. 
The existence of budgetary slack in public enterprises as compared to 
private enterprises in developing countries is well established and 
documented in the literature (Rikabi ,1984; and Musa ,1987).
As for the extent to which manpower planning is used to forecast future 
demand for labour on quantitative and qualitative basis, table 9.3 shows 
that there is consistency between public and private organisations. The 
majority of the sample rely on traditional approaches, built around the
estimation of job requirements. As to the methods of forecasting labour
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supply and demand, it was surprising to find that none of the selected 
public and private organisations used any of the common methods 
conventionally known such as statistical techniques . It is widely held 
that many organisations may fail to provide information on planning or to 
use sophisticated analytical tools, because, as Taylor and Nelson (1971) 
found, the organisation has not adopted any formalised plan merely relying 
on non-quantitative approaches which lead to "enlightened guess work and 
common sense".
Table 9.3 shows that the participative approach was used in manpower
planning in both public and private organisations. However, this
participation is confined to submission of the relevant departmental
requirements. The personnel managers of public and private enterprises,
reported the limited role of manpower planning divisions. They attributed
this profile to management misconceptions and under-estimation as to the
role and importance of manpower planning in making decisions. It is known,
as Graham (1974) rightly argued that:
"Manpower planning will be difficult and inaccurate without the
commitment and support of top managers."
Table 9.3 also shows the extent to which manpower planning is used to 
cope with changes in the economic environment. All public and 66.7% of all 
private enterprises in the sample were found to consider this factor only 
rarely with reference to Kuwaitisation. Public enterprises were found to be 
more likely to use long term manpower policy for this purpose.
Manpower planning requires a knowledge of planning techniques, their 
control and implementation as well as understanding the relevant exogenous 
and indigenous factors, (Smith, 1978). Vetter (1967) suggested that if high 
quality personnel are not involved in manpower planning, the results will
be negative. In view of these requirements, it could be demonstrated that
the low profile of manpower planning in the selected public and private 
enterprises may be partially due to the lack of skilled specialists.
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Therefore, empirical evidence suggests that attempts of public and 
private organisations to use manpower planning to realise Kuwaitisation 
have varied and may have had little impact. The best attempt at manpower 
planning was in NBK, the private sector enterprise with most success in 
Kuwaitisation. On balance, the results confirm hypothesis 3 that effective 
company manpower planning will increase likelihood of Kuwaitisation. This 
investigation demonstrates that management and planners were not even 
cognizant that under the 5 year plan the government objective of manpower 
planning is to determine the imbalance between the manpower needs of the 
plan and the available human resources in the economy, and then to redress 
this imbalance under the stated Kuwaitisation policy. More attention needs 
to be devoted to the role of manpower planning to help Kuwaitisation.
9.6 Management Commitment and Employment Policy
Commitment involves both the acceptance of a policy and/or directive 
and the adoption of an action plan to materialise that which is sought, 
(Moore & Feldham, 1960). The concept is thus concerned with overt action. 
In this study, management commitment to Kuwaitisation was measured 
according to an ordinal scaling model. The subject scaling model is built 
on a range of a continuum using a scale of 'O' for no commitment to '5' for 
well defined and operationalised commitment to Kuwaitisation. (see table 
9.7) .
The scope of the discussion of management and organisational commitment 
is rather broader than the phrase may imply. The organisational commitment 
to Kuwaitisation comprises the adoption of measures in a rational and 
scientific manner. These measures vary in influence, cost and impact. The 
focus of this part of the study is on the measures taken by the selected 
public and private organisations, to realise Kuwaitisation. These measures, 
as shown in Table 9.6, scaled in Table 9.7 ranked ordinarily in Table 9.8, 
and summarised in table 9.1 , were used to gauge organisation and
management commitment.
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Table 9.6: Hanageaent/Organisation Coaiitient to Kuwaitisation
Public
service Public Enterprises Private Enterprises
Kuwaitisation Measures in the Saaple Fins HPH KOC KAC KPTC k N8K NIC AGI k
A Kuwaitis as a k of total workforce 1988 or 1989 32.4K 55.7k 36.1k 2.6k 21.1k 2.4k 0.8k
Kuwaiti feaale as a k of K. in N.F. 1988 or 1989 51.5k 2.4k 8.4k 7k 30.7k 2.3k 0
Kuwaiti feaale as a k of total aork force Dec 1988 16.7k 1.4k 3k 0.2k 6.5k .06k 0
B (i) Quantitive objective of Kuwaitization 1989/90 . 56k 62k • -
(ii) Quantitive objective of Kuaaitization 2000 50k - 80k - 50k
(iii) No Kuaaitization objective - - - X 25k * 66.7k
C (i) Hanpoaer planning is based on co. strategy, ahich is in X . 25k X 33.3k
turn derived froe the state’s general 5 year plan 1985/86
- 1989/90
(ii) Hanpoaer plan is built exclusively around state 5 yr plan X X - 50k - 0
0 Creation of scheee to enhance Kuaaiti eeployeent (finance X . - - 25k - 0
supported scheee) (civil service)
£ Introduction of autoeation as a strategy to reduce ieported labour - - X - 25k X 33.3k
F Positive discriaination for stimulation (i) Wage differentials X X X - 750k - 0
(ii) Grading discriaination - - - - 0 X 100k
(iii) 80th - - - X 25k - 0
G Policy of reducing eeployeent adopted (ij eainly to reduce foreign X X X - 75k X 33k
aorkforce
(ii) Other reasons X 25k 67k
H Training (i) Institutionalisation of training X X X - 75k X 33k
(ii) No institutionalisation - - - X 25k - 67k
I Lieitations on the replaceeent of non-Kuaaitis in certain loa X X X - 75k X 33k
prestige jobs unacceptable to Kuaaitis and soae skilled professions
are closed to Kuaaitis
J Special policies to qualify Kuaaitis for leadership positions X X X X 100k X - 33k
K Recruiteent I selection procedures facing Kuaaitis and priority X X X X 100k X X 66.7k
given to Kuaaitis.
L Unlieited contracts for Kuaaitis and stringent contracts to non-Kuaaiti X X X X look X ■ 33k
H Redundancy only applies to non-Kuaaitis X X X X 100k X X 67k
N Positively discriminated for Kuaaitis ahen considering promotions X X X 75k X 33k
0 Hore restictions on Kuaaitis moving from the public for the private X - 25k 0
sector
P Stimulus for Kuaaiti females to join the organisation X - 25k 0
R Nationals are not forced to retire ahile non Kuaaitis automatically X X X 75k X 33k
retire at 60 unless its needed.
S Management belief that the presence of Kuwaitis in any national - 0 X 33k
undertaking aould secure its existence in the long run
x Factor is there * None
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Table 9.7 Ranking of Scaling Model on Management commitment to Kuaaitization
Rank Objects and Stimuli
0 There is no policy for Kuaaitization; Kuaaitis are a minority in 
organisation. Measures to enforce Kuaaitization are not considered.
1 There is a management tendency toaards Kuaaitis, but there is no 
quantitative objective or target for Kuaaitization. Kuaaitization 
tendency confined to acceptance of govt, policy and directives and 
discrainating postively in favour of Kuaaitis in terms of job 
grading.
2 There is a quantitative objective to Kuaaitise the aork force. 
Kuaiatis are discriminated postively in selection, promotion and 
payment.
3 As 2, plus a clearly stated policy for Kuaaitization of certain 
jobs and professions. Training as a methodology and path for 
replacement is institutionalised. Training scope is insignificant. 
The soico-economic objective is the general guidelines for 
Kuaaitization. Female participation is defined as a positive factor.
4 3 plus aell defined and sophisticated manpoaer planning as a frame 
aork for replacement, built around quantitative and qualitative 
target. Other alternatives to replacement are considered.
5 Hell defined, operationalised Kuaaitization policy in tne short and 
long-run. Hell defined, specified and aell supported measures of 
Kuaaitization. All alternatives for replacement are operationalised 
and considered thoroughly in practice.
Table 9.8 Ranking of the Reseach sample Management Commitment to Kuaaitization
SOPHISTICATION MODEL
Company Public/Private 0 1 2 3 4 5
1. MPH Public service X
2. KOC Public enterprise X
3. KAC Public X
4. KPTC Public X
5. NBK Private X
6. NIC Private X
7. AGI Private X
k of public organisation /4 0 25k 0 75k 0 0
X of private organisation /3 33% 33k 0 33k 0 0
t of Total out of /7 14.3k 28.5k 0 57.2k 0 0
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A key part of this analysis is to ask 'why is organisational and 
management commitment important?. The introduction of
management/organisation commitment as a key variable to Kuwaitisation stems 
from the fact that managements and organisations through their mechanisms 
and instruments (goals, objectives, plans, controls), most clearly and 
consistently demonstrate their commitment and inclinations.
Table 9.6 provides Kuwaitisation measures practiced in the research 
sample, in conjunction with Table 9.8, in which the empirical data is 
ranked according to a scaling model. These show that public service units 
and public enterprises were more committed to Kuwaitisation than their 
private sector counterparts. Table 9.8 shows that public organisations 
tend to maintain practical measures for the replacement of foreign 
workers. Quantitative objectives to Kuwaitisation and automation were cited 
by KAC and NBK as workable measures for replacement. Simple generalisation 
on public and private sector's experience was challenged by the experience 
of KPTC, a public enterprise which exhibited lower commitment while NBK 
shared the profile of the other public organisations. This means that, as 
far as management commitment is concerned, irrespective of sector 
affiliation, the attitudes and actions of particular management are what 
really matters. However, the profile of commitment of public enterprises 
management to Kuwaitisation could be viewed from the general perspective of 
the role of public sector in which there is a close inter-dependence of 
economic, social and political factors. The essential point is that public 
enterprises under state ownership are more likely to be a good instrument 
for national socio-economic policy. The cases seem to confirm hypotheses 4 
and 5 regarding the importance of management commitment and positive 
discrimination.
Thus, it is easier to make managements in the public sector 
organisations committed to government policy. On the other hand, such 
measure has not been attainable in the private sector. The most radical
3 2 1
step that could be taken would be nationalise private sector companies. 
However, a less drastic means of getting commitment would be for Government 
to impose financial penalties on companies that do not meet predetermined 
Kuwaitisation targets.
9.7 Training and Kuwaitisation
It is now widely recognised that human capital formation is an 
essential ingredient in the development process. Since the quality of the 
labour force is largely determined by the extent and type of formal 
education and training, it is not surprising that many developed and 
developing countries are placing a significant emphasis on training 
policies as a means of accelerating growth and development (Psacharopoulos, 
1984).
In capital abundant oil countries where the human resource constraint 
manifests itself in the shortage of skilled personnel at all levels, 
importation of labour has been the only option (see Ch. 3 & 5). Policies to 
realise the goal of indigenous manpower development will need to encourage 
organisations to take positive action in this direction. The role of the 
Government is critical in providing financial support to such 
organisations. The empirical investigation shows that the Kuwait Government 
is helping only the public service units, under the civil service 
commission, in financing scholarship and programmes. Public and private 
enterprises carry the whole financial responsibility of long-term 
scholarships programmes themselves.
Regarding Kuwaitisation, there is a need to approach the question of 
training from the perspective of training for what? Having stated the work 
force profile of the selected enterprises, showing a distinct shortage of 
national human resources as compared to the scale of the economy, the 
question of replacement focuses on the quality, scope, effectiveness and 
significance of training as an instrument.
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Table 9.9 shows that training activities were institutionalised in most 
public enterprises and in only one private company (NBK) . This 
institutionalisation, regardless of how and when it took place, is some 
indication of the degree of importance attached to training by these 
organisations. Such training was linked with Kuwaitisation in all public 
organisations.
Training budgets are used by theorists and practitioners to assess the 
significance of training in organisations. John Patrick (1984) concluded 
that
"Training, however, remains the poor relation of an organisation's 
activities, with training budgets the first to disappear under 
economic pressure."
Based on this measurement, the empirical investigation(e.g case No.4,5) 
shows that training is more significant in the public sector than in
private enterprises. This raises the question of the cost effectiveness of 
training to public enterprises and their role in pursuing Kuwaitisation as 
a socio-economic objective. With respect to a training policy for 
replacement, public enterprises, along with NBK, tended to seek, as a
significant policy, the Kuwaitisation of certain specialisations. 
Management, along with some professional and technical occupations were 
cited by the research sample (public and private) as particular targets for 
Kuwaitisation.
As the scaling in table 9.1 indicates training is quite significant in 
KOC, KAC, and NBK, low in MPH and insignificant in KPTC, NIC, and AGI. The 
evidence suggests that positive training policy seems to be a pre-requisite 
for Kuwaitisation. A special group that needs to be targeted is the 
females. They need to be encouraged to take extensive training if
Kuwaitisation is to succeed. On the basis of these results, therefore, 
hypotheses 6 and 7 are being confirmed that financial support and
appropriate training will speed up the pace of Kuwaitisation.
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Table 9.9




HPH KOC KAC KPTC NBK NIC A6I
1 Insitutionalisation of Training X X X - X - -
activites
Date of Establishment 19- 84 68 78 82
2 Training Target (Defined)




3 Types of Training
Administrative X X X
Technical X X X X
Professional X X X
Top Management X
On-the-Job Training X X
Conversion of Prof. X
4 Duration of Training Periods
Long-Term Training Local
Abroad X X X X
Short-Term Training
In-House X X X X
Local Inst. X X X X X
Abroad X X X X X
5 Scholarship Programme/ Abroad
1988/89 Scholarship T. 106 26 158 0 3 0 0
(N.D.) No (Data) Male 78 26 158 2
Female 28 0 0 1
* of female 261 0 0 33*
X  o f  male 74* 100* 100* 67*
6 Financial Support for Scholarship
Organisation X X X







MPH KOC KAC KPTC NBK NIC AGI
7 Training for Potential Eiployees X X - - - - -
Intermediate .1. (I) 














X X X X X X X
A separate Budget 
Part of Adiin. Budget 
Not specially training 



















in Certain Specialisation 















(d) Professional Significant 
Insignificant X




11 Existing Expat. Eiployees Involved
in Providing Training Transfer of
Knowledge through a Counterpart
Exists









MPH KOC KAC KPTC NBK NIC AGI
12 * Of all training aiied
specifically at replaceient
(TOTAL) X X X X X X X
Less than 5*
13 % Of Kuwaitis Mho received Hgt.
and operational training
specially aiied at replaceient
Less than 5* X X X
5 - 10* X X
11 - 20* X
21 - 30* X
31 - 40*
14 Duration of Adiin & Tech Training
(Regular Progranes)
Less than one Meek xA XT
One Meek xA xT xAT xA
Tmo Meeks xA xAT xA xA xAT X
Three Meeks xA xAT xAT xA xAT X
Four Meeks XT XT xAT
Tm o lonths xT xAT
Three lonths XT xT xAT
More than 3 Months xT xT xAT
15 Training cost per individual
(Adiin + T.)
(Approx ranges) KD.H
(Per Month) 75-250 250-300 270-400 - • - -
A : Adiinistrative Training 







MPH KOC KAC KPTC N8K NIC AGI
16 Probleis facing Training
(1) Lack of coiiitient of soie depts 
in sending un-suitable candidates
X -
(2) Lo n training budget X
(3) Non-availability of training 
facilities
X
(4) Attitudes of KuNaitis toNards 
training is Neg
X X X
(5) Irregular attendance of Trainees X
(6) Training cost is high (Abroad)
(7) Poor performance of Kuwaitis X X
(8) Conversion of profession on training 
is expensive & time conusiing
X
(9) Non-availibilty of qualified K.Cadre 
to be trained for repalceient.
X X X X X









6ased on Evaluation of weight of above
17 factors, training activities tomards
Kuwaitization
The aiount of training which has been 
directed tomards the achieveeent of 
Kuwaitization.
(Aggregrate Approach) could be said to be
Highly significant 3 
Significant 2 








9.8 Determination of Labour Turnover and its causes
Labour turnover has been defined as an organisational phenomenon, 
whereby individuals working in a firm decide, or are forced, to leave that 
firm. (Bradley, 1986).
The literature has suggested various methods of calculating turnover 
rates, for example Price (1977), identifies seven general methods. The 
instability rate has been chosen as the most appropriate measure for the 
problem under investigation, attempting to examine the relationship between 
turnover and Kuwaitisation. (see Table 9.10 , and table 9.1 for a summary 
of the results).
Rates of labour turnover differ among various sectors and in different 
countries. There is no single hurdle rate in the literature constituting 
low or high labour turnover. Based on surveys from other countries 
(Britain, Kenya, U.S.A's experience), under 5% labour turnover would be 
regarded as normal, between 5 and 10% as above normal and 11% or more as 
high (see Table 9.10).
Table 9.10 shows that labour turnover in public organizations, whether 
in 1980 or 1988, is in general lower than in the private organizations. The 
reason mentioned most frequently was related to better pay and working 
conditions. In the public service (MPH), a surprising result with respect 
to Kuwaitisation policy is that turnover among Kuwaitis and non-Kuwaitis is 
almost the same at about 2-3%. A major reason behind this labour stability 
would be the fact that the majority of MPH's staff are specialists who have 
little chance of finding alternative employment. The nature of the work of 
MPH and the privileges provided to Kuwaitis are further explanations of the 
low turnover for Kuwaitis. In fact, nearly all Kuwaiti turnover in MPH was 
caused by early retirement and confirms the link in hypothesis 8 between 
retirement legislation and Kuwaitisation.
Labour turnover among Kuwaitis is lower than non-Kuwaitis in the public 
sector. However, in the private sector Kuwaiti turnover is high and been 
increasing. The main reason which emerged from the case studies was the
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Table 9.10 Labour Turnover in the selected Public and Private Organisations Year 1980 & 1988
Public Organisations Private Organisations
MPH KOC KAC KPTC N8K NIC AG I
1980 1988 1980 1988 1980 1988 1982 1988 1980 1988 1980 1988 1980 1988
A (i) Total Kuwaitis 3.2 2.1 4.8 2.3 6.0 1.6 25.2 20.5 18.0 9.5 3.4 16.3 - -
(ii) Kuwaitis, Hale 0.6 3.2 - 2.2 5.4 1.5 26.3 20.5 17.2 8.1 3.4 16.7 - -
(iii) Kuwaitis, Feiale 9.0 1.0 - 6.8 13.6 2.4 - 20.0 20.8 12.3 - - - -
TOTAL KUWAITIS NTO NTO NTO NTO ANTO NTO HTO HTO HTO ANTO NTO HTO - -
e(i) Total Non Kuwaitis 2.4 2.9 6.0 7.2 8.2 10.1 8.2 13.0 6.0 4.6 31.0 14.3 12.3 25.5
(ii) Non-Kuwaitis, Hale 3.7 1.0 - 6.8 7.1 9.6 8.1 13.0 4.8 6.1 31.2 14.1 12.3 26.3
(iii) Non-Kuwaitis, Feiale 0.4 4.9 - 9.4 15.3 12.4 11.4 5.3 9.1 - 5.0 - 10.4 9.4
TOTAL NON KUWAITIS NTO NTO ANTO ANTO ANTO HTO ANTO HTO ANTO NTO HTO HTO HTO HTO
c TOTAL EMPLOYEES (K + N.K) 2.6 2.6 5.4 4.5 7.8 7.2 8.6 13.2 7.6 5.5 30.3 14.3 12.3 25.4
Total , Hale 3.0 1.7 - 4.1 6.8 6.6 8.6 13.3 6.6 6.5 30.5 14.2 12.3 26.1
Total , Feiale 2.0 3.6 - 9.1 15.3 10.5 10.0 8.3 10.4 2.9 5.0 - 9.4 9.4
TOTAL EMPLOYEES NTO NTO ANTO NTO ANTO ANTO ANTO HTO ANTO ANTO HTO HTO HTO HTO
(K ♦ N.K)
Equation Instability Rate : Nuiber of Stock Workers Who leave during the period
- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - x 100
Stock of workers at the beginning of the period
Source of Raw Data : Case Studies - Chapters(7&8) Hurdle Rates (Kuwait)
8elow 51 - N o n a l  Turnover (NTO)
5-lOt - Above N o n a l  Turnover (ANTO) 
111 and over - High Turnover (HTO)
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effect of Kuwaitisation policy, supported by automation and cost cutting, 
particular in the private sector.
Individual factors relate to the employee as an individual, reflecting 
personal values, culture, social status, job opportunities and other 
relevant factors, over which the employer has limited control. These could 
explain the higher turnover of Kuwaitis in private enterprises. In the case 
of KPTC the findings are again untypical of the public sector, and reflect 
some antipathy among Kuwaitis to that organisation. The case of NBK 
reflects a well established pattern of turnover in the Kuwaiti labour 
market. Newly recruited and lower level staff are impatient for promotion.
The empirical investigation provides evidence that labour turnover 
among all groups has generally fallen between 1980 and 1988, the major 
factor mentioned was the lack of job opportunities.
No simple pattern emerges when we examine the literature on the 
relationship between the gender of employees and turnover. Mobley et al 
(1979); Price (1977) and March & Mannari (1977) found that women had higher 
turnover rates than men. This survey supports this conclusion, as male 
turnover was generally lower than female in public sector, while the 
reverse was true of the almost exclusively non-Kuwaiti female workforce in 
the private sector. There are contradictory results reported in the 
literature on the relationship between marital status and turnover. 
Federico et al (197 6) pointed out that family responsibilities, assessed by 
marital status, have generally been associated with decreased turnover. 
With respect to females, this investigation provides evidence of a positive 
relationship between family involvement. (social-marriage) and high 
turnover. Other social factors which provide further explanation of the 
female participation among Kuwaitis are discussed in chapter 5.
In summary, Kuwaiti turnover was high in the private, (possibly related 
to low wages and working conditions) compared to the public sector. 
Kuwaitis rather than non-Kuwaitis constitute the more stable labour force
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in the public sector. This lower turnover, with its associated benefits 
could be regarded as a positive force towards Kuwaitisation.
9.9 The role of Trade Unions in influencing Kuwaitisation
In the outset it has to be stated that trade unionism in Kuwait is 
still underdeveloped, weak and to great extent ineffective as an actor in 
Industrial Relation system. As seen in the case studies, the active 
membership is reserved for Kuwaitis and non-Kuwaitis are passive members 
(without any voting rights). The functions, of trade union's have been 
stipulated by law 38/1964 as generally protecting employee interests in the 
work place. According to the legislation any strike action is completely 
prohibited. This obviously curtails the powers of unions.
Review of the literature on trade unionism, (Thompson & Ponak, 1984, 
Khalil, 1988) reveals the use of scope, membership, influence on pay and 
trade union voice as measurements to assess the effectiveness of trade 
unions. In addressing the issue of Kuwaitisation, the scope of a trade 
union, its size in terms of members and Kuwaiti participation, the extent 
of active membership and their concern for national interests such as 
Kuwaitisation are used as variables to measure the degree of effectiveness 
of trade unions in the selected public and private enterprises.
Table 9.11 ( see the summary, in table 9.1) shows a contrast between
public and private enterprises, with public enterprises accommodating trade 
unions while private enterprises tend to maintain a very low profile. The 
concentration of Kuwaitis in the top management of private enterprises and 
the low Kuwaiti work force profile in private enterprises are reasons for 
the non-existence of trade unions. Non-Kuwaitis under associates membership 
were not motivated to form trade unions. Public enterprises report a high 
degree of Kuwaiti participation in trade union as active members. This is a 
good indication of the effective part trade unions could play in serving 
the Kuwaiti interest and national policies, such as Kuwaitisation. The
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(1) Institutionalisation of Trade Unions;
(a) Trade Union Exists
(b) Does not Exist











(2) Trade Union Heabership (1988)
(a) T. labour Heabers (total)
(b) Heabers as * of total w. force
(c) Kuwaiti aeabers
(d) Kuwaiti as X of total union aeabers
(e) Kuwaiti as X of total K.N.F.
(f) Feaale aeabership of total feaale staff






















(3) Types of Heabership 










(4) Budget (1988) - Heabers subscriptions KD P.A. (KD)














(5) Trade Union deals directly with; 
Industrial R. Dept.
No Industrial R. Dept. X
X
X X
(6) Trade Unions infuencial in setling disputes (opinions) X X
(7) Other professionals have their own association not 
coaait. TOT. U
X - -
(8) Trade Union is supporting Kuwaitisation (options) X X X X
(9) T. Union is involved in launching a qualification 
prograaae for Kuwaitis.
X X
(10) Lack of awareness of iaportance of T. Union is a problea X X X
(11) Trade Unionise is perceived as politics X X X
(12) Trade Union is a aeaber of KTUF or GUPN X X - -
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empirical survey provides evidence that trade unions in public enterprises 
dealing directly with the formal machinery and channels of the 
organisation, were more influential in settling disputes and more committed 
to Kuwaitisation. This commitment could be demonstrated by some unions 
involvement in launching programmes for Kuwaiti qualifications.
The scope of trade union activity at the enterprise level and at the 
KTUF level was hampered by a lack of awareness of the importance of trade 
unions among Kuwaitis, management threats, and the perception of some 
employees and employers of trade unionism as politics. Shabon (1981) argued 
that:-
"The unions in Kuwait are rather weak, in part because the welfare 
state does not provide them with very much scope and in part because 
the government restricts their activities. Most union officials are 
Bedouin, and many are under the influence of, or sympathetic to, the 
Palestinan expatriates."
Trade unions could have an active role in implementing Kuwaitisation. 
Again , the analysis has confirmed hypothesis 9 that Unions can play a 
significant role in supporting the company's policy for Kuwaitisation. 
However, in view of its current position, a great deal needs to be done to 
activate their role.
9.10 Technology and Kuwaiti attitudes towards menial work
One of the major concerns of developing countries is to transform their
traditional, pre modern societies into social organisations characteristic
of an advanced economy. This modernisation approach has been stimulated by
recent advances in technology. Transfer of technology is a debatable issue
among development economists, (Schumpeter, 1974; Ahmed, 1987; Harper 1984).
Maillat et al (1978) argue that:
"Economists generally maintain that an abundant supply of labour 
leads the employer to give priority to investment in expansion 
(increasing the production capacity without altering the production 
techniques), while a shortage of labour provides an impetus for 
rationalisation and automation"
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Arab Gulf States, exhibiting the distinctive characteristic of being 
rich in capital and poor in their supply of human resources, embarked on 
several programmes and schemes to reduce their reliance on imported foreign 
labour. They wished to reduce the social and cultural impact of foreign 
workers and alleviate the instability inherent in reliance on imported
labour. However, they did not wish to forgo any growth of the economy.
Automation was seen as one alternative. Despite the potential of this 
alternative, the empirical survey shows a low consideration of this factor 
by the research sample. Only two companies ( KOC & KAC) took even the 
first small steps towards automation, and most of those organisations use 
automation to cut labour cost. Essentially, the evidence confirms 
hypotheses 10 and 11 that using technology to eliminates lower level jobs 
will promote the target balanced of labour force. Therefore, automation 
must be looked upon seriously as an alternative to importing labour from 
abroad particularly in jobs which can be easily assigned to machines, as 
well as to those ’’menial" jobs which are socially unacceptable to Kuwaitis.
9.11 Problems facing the Kuwaitisation process as reported 
by the selected Public and Private Organisations
A fundamental national issue in Kuwait today, is the expansion of the
employment of Kuwaiti nationals in an attempt to substitute and replace
non-Kuwaitis in the labour force. This question of Kuwaitisation associated- 
with socio-economic and social implications, is not without problems.
The work force profile of the selected enterprises shows that 
Kuwaitisation is a very long process and is contingent on the future supply 
and demand for total labour in Kuwait, and the attendance prospects for 
Kuwaiti labour. To the extent that a pool of nationals is entering the 
labour force in sufficient quantity and quality, prospects for replacement 
can be delineated.
33*f
Problems reported by the research sample (see table 9.12 overleaf), 
could be summarised into the following broad categories; first, the non­
availability of qualified cadre in the labour market second, the output of 
the education system in Kuwait fails to meet local labour market demand; 
third, training as an instrument for replacement is inefficient; fourth, 
the Kuwaiti as an individual and his attitude towards work; fifth, the 
legal context, especially compulsory military services, retirement and 
civil service law; sixth, the high cost, low productivity and inefficiency 
of Kuwaitis as compared to non-Kuwaitis, and seven, the cultural and social 
context.
The empirical investigation (as shown in the case studies) reflected 
differences between public and private sectors, in that the private sector 
perceived the problem from the conventional business view point, 
emphasising cost, productivity and efficiency, whereas the public sector 
addressed the issue from perspectives other than profit maximization. This 
raised the question as to which sector will be prepared to sacrifice 
economic gain to realise socio-economic objectives such as Kuwaitisation.
Public and private enterprises were in agreement that the attitude of 
Kuwaitis towards work and certain specialisations is a major problem facing 
the realisation of Kuwaitisation. Raddady (1977) and other researches have 
also observed that the prestige attached to a job is very important among 
Kuwaitis.
How to remedy these problems at the micro level and how to state a 
rational, logical and practical policy for Kuwaitisation is an issue which 
will be addressed in chapter 11.
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Other specialisations X X X X X
Skilled/un-skilled K. X X X X X X X
(2) Coapulsory ailitary service X X X
(3) Neg attitudes of Kuwaitis towards hard work, long hours and distance X X X X X X X
(4) Lack of interest aaong Kuwaiti woaen in joining certain organisations or doing certain jobs X X X X
(5) Kuwaiti professionals (Doctors) prefer to work in their private clinic (T.O) X
(6) Educational outputs fail to aeet aarket deaand X X X X
(7) Kuwaitis prefer adainistrative and siailar prestigous jobs X X
(8) Difficulties in the application of the principle of reward t punishaent towards Kuwaitis X
(9) Higher turnover of Kuwaitis (aale I feaale) X X X
(10) Early retireaent and high turnover aaong young Kuwaiti eaployees X X X
(11) Long periods of study for certain professions (Doctors, pilots, other qualification) X X X X
(12) Probleas in training and the lack of an incentive for non kuwaits to train Kuwaitis X X X X
(13) Reluctance of soae depts to recruit Kuwaitis on efficiency grounds X X
(14) Kuwaitis excessive aabition to reach top agt. positions as quickly as possible X X
(15) Poor acadeaic standard of soae Kuwaitis X
(16) Non-availability of highly qualified trainers and the attitude of Kuwaitis towards this is ne<J X X X X
(17) Organisations persist in retaining non-Kuwaitis over 30 years to benefit froa experience X X X X
(18) Lack of sufficient proaotion opportunities at agt level discourages Kuwaitis
(19) New expansion obliges the co. to recruit expat, given lack of qualified nationals X
(20) The cost of Kuwaitization is higher in teres of Kuwaiti fringe benefits as well as dev. cost X
(21) Low training budget X X
(22) Civil service law prevents the recruitaent of Kuwaitis resigned froa a govt, job X
(23) Low productivity of Kuwaitis as coapared to non-Kuwaitis. X X X
336
9.12 Conclusion
In addressing the issue of Kuwaitisation at the micro level, this 
chapter meant to explore the encouraging and discouraging factors of 
Kuwaitisation at the organisational level. The workforce profiles of the 
research sample shows the scope of the problem and provides empirical 
evidence of a formidable national labour force gap in Kuwait. This gap 
challenges the substitution policy in terms of time-span, qualitative and 
quantitative measures and economic and social cost benefit effectiveness.
The study provides evidence that the individual attitude of Kuwaitis 
towards jobs and work is a major constraint to Kuwaitisation. This finding 
is consistent with empirical observations in other rich Arab countries. 
This highlights the changing of such attitudes as a major measure necessary 
to realise replacement. Positive discrimination in favour of Kuwaitis, 
particularly in pay differentials , offers evidence that employment 
decisions in public sector and some organisations in private sector (in our 
case NBK) in Kuwait are not determined solely by considerations of profit 
maximisation as assumed in the neo-classical literature. At the policy 
implication level arises the issue of the Kuwaitisation cost in terms of 
efficiency.
The manpower planning practices of public and private sectors conform 
closely with other developing countries and provide evidence that 
management and planners in the research sample were not even cognizant of 
the objective of manpower planning. This rudimentary practice could be 
taken as one constraint in the enterprises hampering clear policies for 
Kuwaitisation.
To identify more closely to those organisations that have been 
successful in Kuwaitisation, the research findings provide evidence that 
KOC, KAC, NBK and MPH have experienced a significant increase in the share 
of Kuwaitis workforce during the 1980's. This is related to a serious 
management commitment to the Kuwaitisation policy and this is manifested by
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its adoption of a specific plan to increase the number of Kuwaitis, also a 
specific commitment towards giving priority to qualified Kuwaitis to fill 
vacancies and special training programmes are given to improve the 
qualifications of Kuwaitis. Over and above the better pay, the nature of 
the job and working conditions were among the factors which helped to 
promote Kuwaitisation in the above organisations.
On the other hand one public sector organisation KPTC and two private 
sector organisations NIC and AGI showed very low representation of Kuwaitis 
among their workforce. The nature of their jobs, working conditions, lack 
of commitment, low pay, lack of specific training were among the factors 
which do not help the process of Kuwaitisation policy. One important 
outcome of the case studies is that prevailing attitudes towards female 
employment and towards Kuwaitisation in general are not encouraging. It has 
been mentioned already that more active female participation and a change 
in attitudes are essential conditions for the success of Kuwaitisation. The 
next chapter addresses these issues.
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CHAPTER TEN
ATTITUDE SURVEYS WITH SPECIAL EMPHASIS ON 
FEMALES EMPLOYMENT AND KUWAITISATION
10. Introduction
According to the available statistics female labour force participation 
rates in Arab World are generally low. ILO (1980) estimated such rate to be 
less than 8%. Kuwait women are, of course, no exception.
It is an established fact that the replacement of imported labour in 
the Gulf States will depend heavily on female participation in the labour 
force. The problem is a complex one as it involves problems of social 
behaviour, values and attitudes. Although Middle East Countries have 
witnessed some changes in 'recent decades such that the woman's role is
slowly changing, patriarchal culture and the interpretation of Islamic
ideology have fostered a psychological segregation between men and women in 
all sectors of life. These cultural values are believed to be the main 
reasons behind the significant absence of women from the workforce.
Education plays an important role in transmitting Socio-cultural
values, knowledge (generation) and providing trained people to help
accomplish society's goals. Thus, a key question is to what extent the
education system in Kuwait can help realising Kuwaitisation and how the
potential workforce as the product of the education system will react to
it. On education and manpower in Kuwait, Alessa (1981) found that:
"The number of students attending the industrial colleges and various
vocational programmes is relatively low. This is due to numerous
social and cultural factors."
Al-Sabah and Al-Shalkhani; (1986) went further, arguing that the important
point operating against higher education in Kuwait is that the vast
majority of Kuwaiti students were in humanities and social science, but few
in sciences, despite the high demand for the latter. Hammoud (1986), also
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observed in Kuwait that:
"....  there is a shortage of graduates in the science and
engineering, even though the country is in great need of such 
graduates in order to lessen its dependency on foreign labour."
The Social and ideological context of female participation in the
workforce and the level of aspirations of the educated generation in the 
Arab world, was built around social attitudes and values. Al Moammar (1983) 
observed that many Saudis refuse to accept manual or Semi-skilled work 
because they perceive such tasks as socially un-desirable. This finding was 
in agreement with what has been observed by other Scholars (Birks and
Sinclair, 1980; Akhtar, 1980; Alessa, 1981; Rehemi,1983 ...etc).
This chapter summaries the results of opinion surveys relating to 
female participation in the labour force, and the attitude of females and 
the potential workforce towards work in general. It is an in-depth 
investigation of factors limiting the realisation of Kuwaitisation as far 
as female participation and attitudes towards work and certain jobs are
concerned. Obstacles preventing women from entering the labour market were 
taken as a variable linked to the variety of problems facing working women. 
Attitude based on replacement measures were examined thoroughly at the 
level of male and female students at the higher and secondary level. 
Variables were clearly measured, and operationalised into a methodology of 
sampling, data collection and analysis.
The results of responses were coded and then analysed using the 
Statistical Package for the Social Sciences (SPss). Nie et al (1979) 
pointed out that, SPss is used for analysis because of it's capability to 
determine both descriptive analysis of data (means, standard deviation and 
means differences) and because essential testing could be done quickly and 
accurately. Frequency distribution and related percentages were computed 
for each item by response groups for descriptive purposes. Matrix 
representation (see Ahmad, 1987) was also used to identify and rank
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responses, for example in relation to facilities to attract more women into 
labour force or obstacles making it difficult for women to work.
The chapter is organised as follows: Part 10.1 outlines responses of 
females not in the labour force; analysis of the responses of working women 
is presented in Part 10.2 ; Part 10.3 outlines the responses of male and 
female students in higher education and part 10.4 male and female students 
in secondary education. Comparative analysis of responses for the 
difference groups to a series of statements about the employment situation 
in Kuwait are reported in 10.5. A final concluding section summarizes the 
results and discusses the implications of the major findings.
10.1 Kuwaiti females not in.the labour force
This questionnaire was designed to obtain background information, about 
women who are not working, the changes which could be made in organisations 
to attract them, and their attitudes towards female employment and 
Kuwaitisation.
A. Relevant Personal details
Table (10:1.1) shows that the vast majority (83%) of women in this 
category are less than 40 years of age which means that they are young 
enough to enter the labour Market. Table (10:1.2) shows that the monthly 
family income of 50% of them was below KD 500. This could mean that low
income is not the only factor that persuades women to join the labour force
and that other factors may be responsible for keeping Kuwaiti women away 
from the labour Market. Regarding the marital status nearly 75% of females 
not in the labour force are married (see Table 10:1.3); perhaps an
indication of the negative relationship between marriage and female labour 
force participation in Kuwait.
As table (10:1.4) illustrates about 76% of the total sample are
responsible for child-care at home. Thus, in addition to marriage, children 
may contribute to major factors preventing women from full participation in
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the labour force. Table (10:1.5) shows that large families (3 children and 
more) represented nearly 45% of total respondents who were responsible for 
children.
Regarding educational attainment table (10:1.6) shows that 60% of the 
sample had intermediate level education or below. This will make it 
difficult for these women to participate in the labour force and reinforces 
the strong positive relationship between female education and participation 
as seen in chapter 5.
B. Reasons Preventing women from working:
Table (10:1.7) shows that only 11.5% of non-participants worked 
previously, which could indicate that reasons preventing them from joining 
the labour market are more significant than those which persuade 
participants to leave. The main reasons for quitting their jobs shown in 
table (10:1.8) support the above findings about children and marriage.
Another factor is the difficulty of reconciling outside employment and
house work.
Table (10:1.9) reveals that the major factor preventing participation 
in the labour market is social constraints (such as family and husband) . 
This supports other studies' findings on factors affecting female
participation (see Arab Organization for Science, Culture, and Education, 
1982; Rehemi, 1983; and Akhtar, 1980).
C. Changes to encourage more females in the labour force
Table (10:1.10) shows that the majority of respondents (70.7%) have no 
desire to enter the full-time labour market. This percentage falls to 41.4% 
in relation to part-time work providing evidence that the availability of 
part-time work could attract more women to work. This is shown in Western 
countries,(see for example VoGel-Polsky, 1985) .
In response to an open question on occupational preference, the
majority ( nearly 76%) of respondents who wished to work choose teaching as 
first priority owing to the segregation of sexes and social acceptability.
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Others (15%) stated their preference for any job suitable to women where 
segregation of the sexes exists.
Table (10:1.11) and (10:1.12) show that about 79% of the total 
respondents were unwilling to work in the same place as men mainly because 
of religious (48.3%) and social factors (34.5%). Respondents were asked to 
rank six facilities that might encourage them to enter the labour force 
(see Table 10:1.13). Day nursery care was ranked first by 59 women (each 
given a score of 6), ranked second by 24 (given a score of 5), ranked third 
by 17 (given a score of 4)...etc. This gives day nursery care a total score 
of 614 and made it the most critical of all the six variables. The 
provision of maternity leave and sex segregation at the place of work would 
also help to attract Kuwaiti women into the labour force.
D. Attitudes towards females in employment
Based on matrix analysis, table (10:1.14) shows that the three main 
obstacles preventing Kuwaiti women from participating in the labour force 
were a) responsibilities of children, b) the difficulty in reconciling 
house work and office work, and c) the husband's opposition to the wife's 
work.
Table (10:1.15) ranks the respondents' views on jobs which are suitable 
for Kuwaiti women with teaching a clear favourite , owing to the 
segregation of sexes and because it is more acceptable to Kuwaiti society. 
At a distance, came the nursing profession as the second favourite. It is 
interesting to note that such finding is contrary to what has been found by 
some scholars. For example Rehemi (1983) argued that:
"Due to cultural bonds, nursing jobs are not widely accepted in Saudi 
Arabia for women yet. " 
E. Attitudes towards Kuwaitisation
Table (10:1.16) shows the responses of females not in the labour force 
to various statements about the employment situation in Kuwait. Respondents 
were given three choices, to agree, to be uncertain or to disagree about
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particular statements. Main interest centres on whether opinions differ 
significantly between different groups of respondents in relation to each 
statement (see section 10.5). The results highlight significant attitudes 
towards Kuwaitisation and female employment; that priority should be given 
to Kuwaitisation policy as well as to changing the employment policy and 
retirement policy to attract and retain Kuwaitis. The provision of part- 
time jobs for Kuwaiti women and encouraging unmarried females provide some 
chance of increasing female participation.
Factors which hinder Kuwaitisation were confirmed such as the attitude
of Kuwaiti's towards certain jobs, the religious factor, the position of
married women, attitudes towards working in the private sector, and
responsibility for children. To change such attitudes, Dawson and Prewitt
(1969) stressed that:
". . . . Some of the more influential socializing agents are schools, 
(mosque), churches or religious establishments, the mass media (such 
as television) businesses, peer groups, the family and governmental 
sanctioning. "
10.2 Females participating in the labour force
This questionnaire was designed for Kuwaiti females in the labour 
force, to obtain some information regarding relevant personal information, 
why they are working, problems associated with work and any changes that 
could be taken to encourage more females into the labour force. In addition 
respondents were asked about their attitudes towards female employment and 
Kuwaitisation.
A. Relevant Personal details
Table (10:2.1) shows that the vast majority in this sample of working 
women were aged between 20 and 29 (67.5%). Table (10:2.2) reveals that
53.7% of respondents were married, (compared with 75% of females not in the 
labour force ), a further indication of the negative relationship between 
marriage and female participation. Nearly 52% in this sample of working 
women were responsible for children (see table 10:2.3) compared to 76% of
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non- participants. In response to the question of number of children, table 
(10:2.4) answers revealed that large families (over 3) are much scarcer 
among the participants (5.8%) compared to non-participants (about 30%). 
This finding affirms the view set previously in part 10.1, that marital 
status and numbers of children are among the major factors preventing women 
from full participation in the labour force.
Table (10:2.5) shows that the vast majority in this group is well 
educated as 80% of them are either secondary-school or university 
graduates. This finding shows that the higher the level of education the 
more opportunities for females to join the labour force.
Table (10:2.6) gives the monthly income for the females in the sample; 
and it was found that a 35.4% receive high incomes of more than 750 per 
month.
B. Reasons for work
With respect to the motives for working amongst respondents table 
(10:2.7) shows that Self-fulfilment ranks a clear first (25.5%) and then 
increasing income (24%). Table (10:2.8) reveals the perceived relationship 
between education and employment. Table (10:2.9) also supports the link 
between participation and education, although 25% reported that their 
present job does not reflect their educational background. This means some 
Kuwaiti employees could be in unsuitable jobs affecting their productivity.
C. Problems encountered and changes to 
encourage more females participation
With regard to problems facing women at work, table (10:2.10) shows 
that lack of opportunities for career development, and lack of 
encouragement from management are the most important problems facing 
working women,(28.6%) . Other problems identified by the group include low 
incentives and sex discrimination.
Table (10:2.11) shows that the majority of respondents (67.4%) had the 
agreement of their family or husband before accepting employment. It is
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presumed that the higher educational attainment of these women helped in 
getting this acceptance.
With reference to the facilities organisations should provide in order 
to attract more Kuwaiti females into the labour force, Table (10:2.12) 
illustrates that adequate financial rewards and equal pay are most
important (21.1%). However, other factors such as reduced working hours
(19.4%), provision of day-care facilities (19.3%), and maternity leave 
(18.4%) were all almost as important.
D. Attitudes towards females in employment
These working women were asked about their perception of the obstacles 
that make it difficult for Kuwaiti women to participate in the labour 
force. Table (10:2.13) indicates that opposition by the husbands is seen as 
the major deterrent, closely followed by family attitudes and working 
conditions. Clearly changing social attitudes and working condition are 
necessary to attract more Kuwaiti women into the labour market. Table
(10:2.14) shows that the majority of respondents considered teaching as
most suitable occupation for Kuwaiti women; very similar to the views of 
females not in the labour force (table 10:1.15).
E. Attitudes towards Kuwaitisation
Table (10:2.15) shows the responses of participating Kuwaiti females to 
the same statements on the employment situation in Kuwait as were reported, 
for females out of the labour force, in table (10:1.16). There are some 
differences between the responses, particularly with regard to "the Islamic 
religion allows the mixing of males and females at the place of work." The 
results indicate that about 54% of working women are in agreement with this 
statement and only 17.9% disagree. In contrast, with the 49% of the 
inactive females who disagreed, perhaps reflecting the effect of education 
on attitudes. Working women seen to have more strongly held views regarding 
the importance of Kuwaitisation and the need for more Kuwaiti students in 
science and vocational work.
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10.3 Students (male and female) in Higher Education
In this section, questionnaires were designed for students in higher 
education to discover their work intentions after graduation, problems they 
expect in joining the labour force, the motives of females towards working 
and their opinion about females in employment and Kuwaitisation.
A. Relevant Personal information.
58% of the respondents were female students perhaps reflecting their 
higher share in higher education, 87% of female and 67.6% of male students 
were aged 20 or more which means that they are approaching the graduation 
stage (table 10:3.1). Table (10:3.2) shows that only 37.1% of male students 
and 44.1% of females had specialised in science at secondary school . Table 
(10:3.3) indicates that large numbers of students have chosen their
specialisation in accordance with their own preference (42% for males and 
67.5% for females), implying that there is no significant external factor 
affecting subject choice and that it might therefore be possible to direct 
more students to the subjects required by the labour market. Most students 
in these two samples were from arts and education. Table (10:3.4) shows 
students distribution by major disciplines. Students in the humanities 
clearly outnumber students in the science major.
B. Work intentions after graduation
Table (10:3.5) demonstrates that the majority of respondents (42%)
intend to look for employment after graduation, followed by a sizeable 
group (26%) who wish to pursue higher degrees. The latter reflects that
because of the strong financial capabilities of their households a
considerable number of students may delay the entry date to the labour 
market. Only two females said that they intended to stay at home. This 
means, given the chance to decide for themselves regarding work, many 
Kuwaiti women would chose to join the labour market. This almost certainly 
reflects government policy and attitudes.
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Table (10:3.6) indicates that the majority of students wish to work in 
the public sector (78.1% of males and 82.1% of females). Educated Kuwaitis 
are clearly not attracted by private sector employment. The reasons for 
such preference are detailed in table (10:3.7). Male and female students 
expressed contrasting view in this respect. While the male students 
emphasized good pay, females stated self-fulfilment as the primary motive.
The Chi-Square (X^ ) technique was used to test for any significant 
relationship between the sector in which males and females hoped to be 
working and the reasons for their choice of work and more specifically why 
the majority of Kuwaitis preferred to work in the public sector.
1. Table 10:3.8 shows that a total of 47 male and female respondents ranked 
pay as most important and 17 of these intended to work in the public sector 
(ministries and other government departments). A total of 39 respondents 
ranked better pay second, 27 ranked it third and 40 ranked fourth. Of 
these 23 , 12, and 40 (respectively) intended to work in Ministries. The 
estimated value of chi-square was 16.141, with 3 degrees of freedom and 
significance level of 0.001. Thus, the null hypothesis was rejected, i.e 
salary represents the first priority of only 18.5% who choose ministries 
and other government departments as a place of work, inferring that there 
are other factors that attract respondents to this employment.
2. According to the statement "there is a relationship between work in the
public sector (public corporations) and better pay", the chi-square test
resulted at value of 9.089, with 3 degrees of freedom, and significance
level of 0.025, see Table 10:3.9. Two cells have an expected value below
the critical level of 5. However, Bain (1987) gives that:
"Chi-squared approximation is generally considered to be sufficiently 
accurate for practical purposes if all the expected values in each 
cell are at least 2 and at least 80% of them are 5 or store." p. 411.
Consequently the null hypothesis was rejected, i.e it appears that pay is
of first priority to the sample when choosing to work in public
corporations (47.4%).
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3. Again table (10:3.10) shows a relationship between work in the public 
sector (public companies) and better pay, the test result showed a 
significant relationship. Thus, at the 0.05 level of significance, the nuil 
hypothesis was rejected, therefore, better pay represents 54.2% of the 
first priorities of those choosing to work in public companies.
4. With regard to the statement "there is a relationship between working 
in public sector (ministries and other government departments) and job 
security", the result (see table 10:3.11) of chi-square test, showed there 
is a significant relation at 0.05 level of significance. Therefore, the 
null hypothesis was rejected, i.e job security was one of the main 
priorities in choosing this work, amounting to 36.7% of the sample.
It may be concluded here that the preference for working in the 
ministries and other government departments is job security, while 
priority when choosing public corporation/companies is better pay.
C. Problems envisaged in joining labour force 
and motives for wanting to work (female)
Regarding the intentions after graduation, the results in table 
(10:3.12) indicated that over 79% of female students intended to undertake 
employment. This highlights the importance of higher education leading more 
women to join the labour force. With respect to those who did not intend to 
work, the main reason found was that they wished to continue further 
education (see table 10:3.13). With respect to their intentions after 
marriage and after having children, table (10:3.14) shows an encouraging 
sign as the percentage intending to work after marriage is still high 
(72.4%) and still over half of them intend to work after having children.
Table (10:3.15) indicates that self-fulfilment is the primary motive 
for educated women to go out to work, and the financial motive comes last.
D. attitudes towards females in employment
Table (10:3.16) reveals that both male and female students are in 
agreement that socio-cultural factors are the major obstacles to females 
employment in Kuwait, while table (10:3.17) shows that an overwhelming
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majority consider teaching as the most suitable area for female employment. 
Table (10:3.17), also shows that male students suggested that Kuwaiti women 
should stay at home taking care of her husband and children as the second 
most suitable job for women while jobs with no mixing in the place of work
comes second in the opinion of female students. This demonstrates that
mixing in the place of work is considered to be a major factor deterring 
women from working.
E. Attitudes towards Kuwaitisation
Table (10:13.18) shows the responses of the sample to questions of 
Kuwaitisation. There is a consensus among respondents that Kuwaitisation 
should be a major priority of the government. Male students expressed, 
however, their dislike for married women working. Female students 
understandably supported women's work especially on a part-time basis, if 
Kuwaitisation has to be achieved. Male and female students supported the 
idea of segregation at the workplace to encourage more female employment. 
Male students said that higher pay in the private sector would attract them
while females appear to be indifferent in this respect as only 17.9% agreed
on the statement that a change in pay levels would attract more Kuwaitis to 
the private sector.
10.4 Students (male & female) at Secondary School education
The native labour shortage in Kuwait is not a one-sided problem. Demand 
for labour has been such that the need for skilled labourers have been of 
equal importance to demand for the highly skilled graduates. The purpose 
of this part of the questionnaire is to survey the opinions of secondary 
school leavers to see the extent to which they could contribute to the 
realisation of plans such as Kuwaitisation.
a. Relevant Personal Details
55.4% of respondents were female students and over 90% of total 
students were between the ages of 15 and 19. (see table 10:4.1). Of the
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respondents 7 6.5% were in their final or penultimate year and were almost 
equally divided between those studying arts and science ( see table 
10:4.2). Table (10:4.3) shows, that the reasons for choosing this speciality 
is consistent with those in table (10:3.3) above,
b. Intentions after Leaving School
Table (10:4.4) demonstrates that two-thirds of students hope to pursue 
further education at Kuwait university, while only 1.5% would like to join 
training centres (i.e. vocational training). This demonstrates that most 
Kuwaiti students show little desire to attend post-secondary technical 
schools. Students prefer university education as an ideal. This attitude of 
students toward university degrees can be explained by social and cultural 
factors as well as the government policy of heavy emphasis on university 
education.
With reference to the intentions of students after completing their 
higher education, table (10:4.5) shows that the majority (84.5%) intend to 
work including 89% of female students. This confirms what has been noted 
above that more education enhances the chances of females to join the 
labour market.
Table (10:4.6) shows that the majority of students hope to work in the 
public sector and, in particular, the civil service. Regarding the reasons 
for the preferred sector, table (10:4.7) shows that self-fulfilment is 
given as the most significant reason. However, this differs from what has 
been stated by male students in higher education who considered attractive 
pay as the most significant factor.
Table (10:4.8) again indicates high female preference for teaching and a 
low level of interest in technical occupations. Among males, administrative 
work is the most favourable occupation.
Questions were asked to see to what extent the incentive payment can 
change the attitude of Kuwaiti students towards manual work. The results 
(table 10:4.9) indicate that the majority of male students responded
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positively, while the majority of female students agreed or were uncertain.
However, male students were less positive about the general impact of
incentive payments when asked in abroad terms (see table 10:4.16) .
c. Problems envisaged in joining the labour 
force and motives for wanting to work
Regarding the question of "the intention of female students after 
graduation from higher education", the results in table (10:4.10) indicate 
that only a few female students anticipate not working after graduating. 
With regard to those who do not wish to work immediately, the result in 
table (10:4.11) shows that the vast majority prefer to continue their 
higher education. However, those definitely anticipating stopping work on 
marriage amounted to only 7% rising to 18.3% after having children. Still, 
those who answered "do not know" were an important (at least a quarter) 
minority when asked about continuing to work after marriage; (table 
10:4.12). Table (10:4.13) demonstrates the declared importance of self- 
fulfilment as a work motive for female students. Where as increased income 
came last as a motive. Again we have encouraging evidence that educated 
Kuwaiti females want to participate in the labour force.
D. Attitudes towards female employment
Asked about the main problems which they think prevent Kuwaiti women 
from full participation in the labour force, table (10:4.14) indicates that 
students perceive social attitudes as the predominant obstacle to women 
work. Table (10:4.15) ranks the perceptions of the students regarding the 
most suitable jobs for females.
The findings of this part of the questionnaire were similar to those for 
higher education students. In addition, the results show that the majority 
of secondary school students hope to pursue higher education and very few 
wish to go for vocational training. Furthermore, the findings indicate that 
incentive payments may change students' attitudes towards manual work.
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E. Attitudes towards Kuwaitisation
Table (10:4.16) summarises the opinions of secondary school students 
and their perceptions towards Kuwaitisation. The views appear to be very 
similar to what have been expressed by higher education students and the 
majority supported our statement that "Kuwaitisation should be a major 
priority of the government". Furthermore, they were in agreement that 
factors such as negative attitudes towards manual work, female employment 
..etc are unfavourable to Kuwaitisation. Respondents also supported the 
idea of introducing certain measures to promote Kuwaitisation such as part- 
time employment for females and segregation wherever possible.
10.5 Comparative analysis of the perceptions of different groups
In this section, a one-way analysis of variance was applied to see
whether there were any significant differences between two or more group
means at the .05 probability level, see Al-Rashidi (1982). Cohen and
Holliday (1984) pointed out that:
"One-way analysis of variance is the most commonly used technique for 
examining the differences between two or more group means. "
The mean responses to the 18 statements on the employment situation in
Kuwait are considered for six groups namely 1: females not in the labour
force, 2: females in the labour force, 3: male students in higher
education, 4: female students in higher education, 5: male students at
secondary school education, and 6: female students at secondary school.
The mean is computed by scoring 1- strongly agree, 2= agree, 3= uncertain,
4» disagree, and 5= strongly disagree. However, females not in the labour
force only had three choices, agree (scores 1.5), uncertain (scores 3), and
disagree (scores 4.5). The lower the mean value the greater the degree of
acceptance for a particular statement.
f
10.5.1 Statistical analysis indicates that there was a significant 
difference between female students in higher education and students
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(female/male) at secondary school plus females not in the labour force (see 
table 10:5.1) regarding the statement: that Kuwaitisation should receive 
top priority in the government's policy. Female students in higher 
education were more in favour of this statement than other groups. However, 
females not in the labour force were least enthusiastic about 
Kuwaitisation. This finding suggests that Government emphasis on
Kuwaitisation may not be sufficient to persuade women to enter the labour
force.
10.5.2 With regard to "Kuwaitis are reluctant to accept lower class
jobs usually performed by non-Kuwaitis", table (10:5.2) reveals that there 
was a significant difference between female students at higher education 
and other groups. The former were most in agreement with this statement. 
There was a significant difference between them and females in the labour
force, male students in secondary school and females not in the labour
force. In contrast females not in the labour force were less in agreement 
about this statement, with a significant difference from other groups. This 
suggests that the reluctance of Kuwaitis to accept 'menial' jobs is most 
clearly perceived by the more educated.
10.5.3 When asked "if incentive payments were provided do you think 
Kuwaitis will change their attitudes towards menial jobs", the results in 
table 10:5.3 indicate that there was a significant difference between 
females in the labour force and all other group opinions. Thus, females in 
the labour force were more supportive of this statement with a significant 
difference from other group opinions. On the other hand, male students at 
secondary school were more uncertain about this statement and showed a 
significant difference from students at higher education and females in the 
labour force. As noted above, when asked about their own personal response 
(table 10:4.9) this group were more positive.
10.5.4 Results in table (10:5.4) indicate that females in the labour 
force were more agreeable to the statement that "most Kuwaiti students
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should go into science and vocational study, because of insufficient 
numbers of Kuwaitis" with a significant difference from the opinions of 
students (male/female) at secondary school and females not in the labour 
force. Female students in higher education were also more agreeable to this 
statement than female students at secondary level, and females not in the 
labour force.
10.5.5 Again , there are significant differences between the male 
students in higher education and other groups in their response to the 
statement "married Kuwaiti women should not go to work outside the home", 
(see table 10:5.5). Males in higher education agree with the statement 
while females, especially those in education, strongly disagree. Also, 
there is a significant difference between the male students at secondary 
school and all female groups in being more positive to this statement. This 
finding explains, that males are likely to prevent women from participating 
in the labour force. In addition, females not in the labour force and 
females in the labour force are moderately likely to agree to this 
statement, and held significantly different views from the female students. 
This result provides evidence of a male/female conflict and shows the 
importance of education in encouraging women to work by loosening cultural 
restraints.
10.5.6 Concerning the statement, "children will be adversely affected 
if the mother goes out to work", (see table 10:5.6). It was revealed that 
male students in higher education were significantly more in agreement with 
this statement than all other groups. Also, male students at secondary 
school show a significant difference in favour coinpared to the female 
groups and in more specifically those female in education. This is 
consistent with the previous statement and may be related to the above 
reasons. Furthermore, the results revealed that females in the labour force 
were moderately likely to be in favour of this statement compared to other
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females group's views. This result, is also consistent with the above 
findings.
10.5.7 Regarding the statement "the Islamic religion allows the mixing 
of males and females at the place of work", the results (see table 10:5.7) 
indicate a significant difference in perceptions of females in the labour 
force and perceptions of students (male/female) at secondary school, male 
students in higher education and females not in the labour force. Also a 
significant difference between female students in higher education compared 
to male students and females not in the labour force. Finally there is a 
difference between female students at secondary school and male students 
and females not in the labour force. The analysis reveals that in general 
there is uncertainty about this statement and some groups show strong 
disagreement, particularly among males. Female students were more likely to 
be in favour of this statement with a significant difference from male 
students and females not in the labour force. This result supports the 
above indications that male attitudes may be a major obstacle preventing 
women from joining the labour market, and could indicate direct impact of 
religion on the participation of women.
10.5.8 Regarding the statement "parents should encourage their
unmarried daughters to go out to work" (see table 10:5.8), the one way 
analysis of variance revealed that there are significant differences at 
level 0.05 of significance, between the very positive response of females 
groups (apart from females not in the labour force) compared to the less 
positive male students and non-participating women. In addition, females 
not in labour force were moderately likely to favour this statement 
compared to male students. This finding further reinforces the problem of 
male attitudes to female participation.
10.5.9/10 With reference to the two statements "Government and Kuwaiti 
society encourage women to work (see table 10:5.9,10) the test results
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showed that there are significant differences between the most positive 
females response and the less positive response of male group.
10.5.11 With regard to "a place of work where there is no mixing is more
♦attractive to women" (see table 10:5.11), the result of the test revealed 
that there are significant differences between students in higher education 
and other groups in their response. Thus, students in higher education were 
more agreeable to this statement when compared with other groups, while 
females not in the labour force showed less enthusiasm to this statement 
compared to other groups. This result provides evidence of the importance 
of segregation at the place of work.
10.5.12 With respect to "Employers should provide more opportunities for 
Kuwaiti females to work on part time basis", the results (see table 
(10:5.12) indicate there are a significant difference between the highly 
positive female response and the less positive response of the males. This 
result again shows the more conservative male outlook and the importance of 
the availability of part-time jobs in order to attract more women to work.
10.5.13 Concerning the statement that "the media helps in changing the 
attitude of men towards women work". The result shows the most important 
point is that all groups seem to be uncertain. However, female students in 
higher education showed a significant differences with all other groups in 
their response to the statement. They were more affirmative compared to 
other groups (see table 10:5.13).
10.5.14 With regard to "wages in the private sector should be changed in 
order to attract more Kuwaitis" (see table 10:3.14) the results indicate 
there are significant differences between male students in higher education 
and females in the labour force coznpared to other groups in their responses 
to the statement. The former were most in favour of this statement compared 
to the other groups. In addition, male students at secondary school were 
more agreeable to the statement compared to female students and females not 
in the labour force. Further, female students in higher education were more
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likely to agree to this statement compared to females not in the labour 
force. The results indicate that changing the relative wages in the private 
sector may attract more Kuwaitis particularly males.
10.5.15 In response to "the retirement age should be increased to 60 
years rather than the length of service in order to retain Kuwaitis", again 
the majority were uncertain. But female students in higher education were 
significantly more in agreement with this statement compared to females in 
and out of the labour force and male students in higher education. In 
addition, male students at secondary education were more in favour of this 
than females in the labour force. This result indicates that the majority 
of the group were indifferent in this respect.
10.5.16 In response to "employment policy should be changed for Kuwaitis 
benefits", in general almost all the groups were in agreement to this
statement. However, females not in the labour force were the least
enthusiastic in supporting this statement, compared to all other groups 
(see table 10:5.16). This finding may reflect that other important factors 
prevent women from working other than the availability of employment and 
incentives (e.g Social factor).
10.5.17 With regard to "Government encourage students towards vocational 
study", (see table 10:5.17), the test results indicated that male students 
in higher education were significantly more positive in their support of 
the statement than other groups. In addition, female students in higher 
education were more in favour than female students at secondary school who 
would be more directly affected by what would probably be a reduction in 
university places.
10.5.18 Again, it was revealed that there are significant differences 
between students in higher education and other groups in their responses to 
the statement "providing incentive payment for students may change their 
attitudes towards vocational and science studies", (see table 10:5.18). 
Consequently, students at higher education were more in agreement of this
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statement, than students at secondary school though the latter were still 
positive to the view that incentive payments could change the attitudes of 
students towards their studies.
The comparative analysis has especially demonstrated the significant 
differences in outlook between male and female students, particularly on 
the various factors relating to the social issues of female participation. 
The more educated females also appear much less conservative than their 
male counterpart or than less well educated (but older) females on issues 
such as retirement policy, the role of the media and part-time employment 
as well as being more realistic about the Kuwaiti distaste for menial work.
The females already in the labour force are noticeably in favour of 
positive Kuwaitisation policies, such as incentives for manual work and the 
encouragement of vocational training, while females not in the labour force 
appear least in favour of strong Kuwaitisation measures.
10.€ Conclusion
The empirical findings of this investigation have already been stated 
at various points above. It may now be possible to combine and summarise 
the main conclusions of the survey and their theoretical and policy 
implications. Some of the implications that emerge are especially 
significant for employers, policy makers and other specialised bodies 
willing and attempting to increase Kuwaiti employment and promote the 
Kuwaitisation policy.
To begin, with , we turn to the main conclusions of the study. 
Essentially, the empirical evidence in this chapter provides confirmation 
of Research Hypotheses 3, 4 and 9, on female employment, Kuwaiti attitudes 
towards female work and/or certain jobs currently undertaken by non- 
Kuwaitis .
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Firstly, it was found that the majority of Kuwaiti students were in 
humanities and social sciences while vocational study were not favoured. 
This finding provides positive support to the findings of Harbison (1962), 
Alessa (1981), Hammoud (1986) and Amal and Al-Shalkhani(1986). The chapter 
also confirms that Kuwaitis are reluctant to accept low level jobs and the 
vast majority prefer to work as teachers (mainly females because 
segregation takes place in work) and administrative jobs. The survey shows 
that the public sector, in particular the civil service, is the preferable 
place to work probably due to job security and relatively high pay.
Secondly, it was found that the different groups showed considerable 
agreement regarding the best jobs for Kuwaiti women. Teaching was 
identified, and followed by any job suitable for women provided there is 
segregation at the place of work. On the theoretical level the result 
provides positive support for Akhtar (1980), and other writers that, 
females choose socially acceptable jobs ie social science and medicine.
Thirdly; There is evidence to suggest that some Kuwaitis see the 
motivation for work not only in economic terms, but also for self- 
fulfilment especially among females.
Fourthly; Our findings provide support to existing literature 
(Sheehan, 1978; and Alessa, 1981) on the importance of education, and its 
role in the removal of social constraints. There is a positive relationship 
between education and female employment. Moreover, educated families are 
more likely to allow female members to join the labour market.
Fifthly; incentive payments were considered to be relatively important 
in changing Kuwaiti attitudes towards low level jobs, and there is also 
strong support to provide financial incentives for vocational and science 
study.
Sixthly; the different groups under study showed a significant 
agreement in their positive attitudes with regard to Kuwaitisation and 
changing employment policies for the benefits of nationals.
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Seventhly; the four female groups under study showed significant 
differences in the attitudes towards work. Female students do want to work 
when they complete their education even if they are married, while females 
out of the labour force are less willing to join the labour market, 
possibly due to low levels of education and consequent social constraints 
as well as their husbands attitudes and child caring responsibilities.
The survey results identified major factors which may prevent Kuwaiti 
women from full participation in the labour force. Among these factors are 
males and employers attitudes towards females employment. On a theoretical 
level this provides positive support to Rehemi (1983) and others writers 
who contend that marital status, children, working conditions, mixing 
between the sexes in the place of work and religious views featured amongst 
the factors preventing women from working. It was noticeable that the male 
interpretation of these issues was generally stricter, to the detriment of 
female participation.
At the policy implication level, this part of the study provides some 
empirical basis for a strategy for the development of national human 
resource in Kuwait, which would involve the following points.
First, at the macro level it is important to start with the reform of 
the education system to provide academically and vocationally trained 
manpower to meet the needs of Kuwait's labour market by the provision of 
incentives to students. Also, the results of the study showed that the 
higher the level of their education the more likely women will able to 
join the labour force. Therefore attention should be given to expand 
education facilities and encouraging female education.
Second, a major priority of the Kuwaitisation policy should be the 
changing employment policies to provide equal opportunities and treatment 
for females as lack of fairness is seen as a major deterrent by women in 
the labour force.
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Third, concentration in the public services sector, as well as the 
preference for teaching among females has created some of the imbalance 
which has necessitated the importation of foreign labour to other sectors. 
Thus, programmes should be launched in order to encourage Kuwaitis 
especially females to enter other jobs as well as other sectors. In order 
to attract Kuwaitis and change their attitudes towards certain jobs and 
sectors, the results of the study showed the importance of providing 
incentive payments to specialise in science and vocational study and also 
that changing relative wage levels between public and private sectors.
Fourth, segregation of males and females at the place of work wherever 
possible, availability of part-time jobs, provision of day nursery care, 
and reducing working hours were among the factors which would attract more 
Kuwaiti women to participate in the labour market. To achieve this target, 
more positive effort is needed from both government and employers.
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10.1 Feiales not in the labour force.
Table (10.1.1) Age Structure
Age groups Frequency X
15 - 19 years 18 10.3
20 - 24 48 27.6
25 - 29 35 20.1
30 - 34 16 9.2
35 - 39 28 16.1
40+ 29 16.7
No repsonse - -
Total 174 100.0






No repsonse 2 1.2
Total 174 100.0







Five + 29 16.7
No response 41 23.6
Total 174 100.0
Table (10.1.2) Monthly incoie of faiily
Incoie Frequency X
Less than KD 500 87 50.0
500 - 749 47 27.0
750 - 949 17 9.8
1000+ 23 13.2
No repsonse - -
Total 174 100.0




No repsonse 4 2.3
Total 174 100.0
Table (10.1.6) Education Status
Education Frequency X
Illiterate 29 16.7





& below university 10 5.7
University 4 above 11 6.3
No response 1 0.6
Total 174 100.0
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No repsonse 1 0.6
Total 174 100.0
Reasons Frequency X
Because of children 13 7.5
Husband would not p e n i t 10 5.7
Difficult to reconcile doiestic work
I office work 11 6.3
No response 141 80.5
Total 174 100.0
Table (10.1.9) Reasons preventing woien froi participation
Reasons Frequency X
Sufficient incoie 24 13.8
Prefer to stay at hoie 36 20.7
Social constraints 82 47.1
Working conditions 3 1.7
* Others 27 15.5
No response 2 1.2
Total 174 100.0
* Others were a coabination of reasons such as low level of 
education children, husbands opposition and difficulty of 
reconciling work and housework.
Table (10.1.10) Intention with regard to working 
in the future.
Full tile Part tiie
Frequency X Frequency X
Yes 26 14.9 57 32.7
No 123 70.7 72 41.4
No response 25 14.4 45 25.9
Total 174 100.0 174 100.0
Table (10.1.11) Willingness to 




No response 10 5.8
Total 174 100.0
Table (10.1.12) Why Kuwaiti feiales 
do not wish to work with ien.
Reason Frequency X
Religious factor 84 48.3
Social factor 60 34.5
Others 14 8.0
No response 16 9.2
Total 174 100.0
Table (10:1.13) Ranking facilities that organisations should provide to
attract Kuwaiti woien into the labour force.
1 2 3 4 5 6 Total Score
Facilities No. X Rank
Day nursery care 59 24 17 15 9 9 614 20.1 1
Provide incentives and equal pay 19 27 19 19 21 26 450 14.9 5
Segregation at the place of work 30 31 24 13 23 13 529 17.6 3
Reduce working hours 20 23 26 35 23 6 496 16.5 4
Provide Maternity leave 20 38 28 16 13 14 546 18.1 2
To accept lower levels of education 18 26 14 13 12 20 377 12.5 6
Total 172 169 128 111 101 88 3012 100.0
Table (10:1.14) Ranking obstacles which lake it difficult for Kuwaiti woien 
to work.
1 2 3 Total Score
Difficulties No. X Rank
Responsible of children 48 36 10 226 25.6 1
Husband would not periit 26 28 21 155 17.6 3
Lack of segregation 16 18 9 93 10.5 4
Social constraints 22 5 2 78 8.8 5
Low level of education 10 15 8 68 7.7 6
Working conditions 7 10 8 49 5.5 7
Sufficient incoie 2 7 9 29 3.3 8
Difficulties in reconciling house work,
office work I the extended faiily concept 33 33 21 186 21.0 2
Total 164 152 88 884 100.0
Table (10:1.15) Ranking occupations lost favoured by 
feiale not in the labour force.
1 2 3 Total Score
Occupation No. X Rank
Teaching 146 11 3 463 58.5 1
Nursing 2 52 13 123 15.5 2
Hedical 5 42 17 116 14.6 3
Clerical 5 1 9 26 3.3 4
Secretarial work 1 9 2 23 2.9 5
Administrative 1 4 6 17 2.1 6
Social service - 3 9 15 1.9 7
Technician & Engineer 1 - 4 7 0.9 8
A n y - - - - - -
Housewife - - 2 2 0.3 9
Total 161 122 65 792 100.0
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Table (10.1.16) Coments on Statements about the employment situation in Kuwait 
(females not in the labour force).
Statement
Agree Uncertain Disagree 1Total*
X X X X
1.Kuwaitisation (replacement of foreign workers 
by qualified Kuwaiti citizens) should be a 
■ajor priority of the goverment
63.8 8.0 25.9 97.7
2.Kuwaitis are reluctant to accept low level 
jobs (e.g. lanual work, sweeper, waitress, 
plumber ...etc) usually performed by Non-Kuwaitis
82.8 7.5 8.0 98.3
3. If incentive payments were provided would Kuwaitis 
accepts these jobs above
40.2 23.0 31.0 94.2
4.Host students should go into sciences and vocational 
work because of insufficient nuiber of Kuwaitis
77.0 8.0 9.8 94.8
5.Harried Kuwaiti woien should not work outside the 
hoie
54.6 4.0 35.6 94.2
6.Children will be adversely affected if the lother 
goes out to work
66.1 4.6 26.4 97.1
7.The Islamic religion allows the lixing of males 
and females at the place of work
35.1 8.6 48.9 92.6
8.Parents should encourage their unmarried daughter 
to go out to work
74.1 2.9 18.4 95.4
9.Place of work with no lixing is lore attractive 
to woien
31.0 3.4 61.5 95.9
10.Eiployers should provide lore opportunities for 
Kuwaiti woien to work on a part-tiie basis
83.9 4.6 8.0 96.5
11.Wages in the private sector should be changed in 
order to attract tore Kuwaitis
32.8 17.2 45.4 95.4
12.The retirement age (ie 20 years of service for men 
with lin age of 45 and 15 years for woien irrespe- 
tive of her age) should be increased to 60 years 
rather than length of service in order to retaining 
Kuwaitis.
46.0 13.2 37.4 96.6
13.Employment policy should be changed to provide lore 
opportunities for Kuwaitis.
75.9 8.6 11.5 96.0
* Non respondents to a particular statement are excluded.
10.2 Females participating in the labour force.
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Table (10.2.1) Age Structure
Age groups Frequency X
15 - 19 years 11 4.6
20 - 24 62 25.8
25 - 29 100 41.7
30 - 34 44 18.3
35 - 39 14 5.8
40+ 7 3.0
No repsonse 2 0.8
Total 240 100.0




No repsonse 7 2.9
Total 240 100.0
Table (10.2.5) Educational Status
Education Frequency X
Illiterate 3 1.3




Above secondary 60 25.0
& below university
University & above 84 35.0
No response 1 0.4
Total 240 100.0






No repsonse 1 0.4
Total 240 100.0






Five + 3 1.2
No repsonse 109 45.4
Total 240 100.0
Table (10.2.6) Monthly incoie
Incoie Frequency X
Less than KD 500 79 32.9
500 - 749 72 30.0
750 - 999 28 11.7
1000+ 57 23.7
No repsonse 4 1.7
Total 240 100.0
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Table (10:2.7) Ranking the real motive for work
Table (10:2.8) has education provided you with 
the necessary qualification for work
Motive
Total Scores
1 2 3 4 5 No X Rank
Kill tiie 34 29 25 34 38 467 17.4 4
Independence 37 54 26 24 11 538 20.1 3
Self fulfilment 81 45 26 8 6 685 25.5 1
Increase incoie 75 29 28 19 24 637 23.7 2
Enhance social prospects 12 17 31 47 42 357 13.3 5
Total 239 174 136 132 121 2684 100.0
Frequency X
Very likely 75 31.3
Moderately likely 59 24.6
Likely 72 30.0
Moderately unlikely 19 7.9
Very unlikely 13 5.4
No response 2 0.8
Total 240 100.0
Table (10:2.9) Does your present job
reflect your education. Table (10:2.10) Ranking of probleis facing working woien in Kuwait
Problems
Total Score
1 2 3 4 5 No X Rank
Low incentives I morale 51 11 19 13 3 385 22.2 2
Lack of opportunities & encouragement 71 27 8 4 0 495 28.6 1
Preference given to ien 47 15 17 4 5 359 20.7 3
Working conditions 29 7 7 14 11 233 13.5 5
Male attitudes towards women working 37 2 6 11 26 259 15.0 4
Total 235 62 57 46 45 1731 100.0
Frequency X
Likely 92 38.3
To some extent 85 35.4
Unlikely 60 25.0
No response 3 1.3
Total 240 100.0
Table (10.2.11) How woien overcaie social and faiily 
attitudes towards feiale eiployient
Frequency X
Agreement with husband 81 33.7
Argreement with family 81 33.7
Agreement to some extent to improve 21 8.8
income
Other 10 4.2
No response 47 19.6
Total 240 100.0
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Table (10:2.12) Ranking facilities that organisations should provide to
attract Kuwaiti woien into the labour force.
Facilities
Total Score
1 2 3 4 5 6 No X Rank
Provide Day nursery care 64 35 18 31 32 11 799 19.3 3
Segregation in the place of work 25 29 22 28 37 23 564 13.7 5
Provide incentive payient, 66 47 36 20 15 5 870 21.1 1
promotion & equal pay 
Reduce working hours 45 51 38 27 17 10 802 19.4 2
Provide Maternity leave 30 46 56 27 17 10 759 18.4 4
Accept low levels of education 10 11 12 18 24 70 335 8.1 6
Total 240 219 182 151 142 129 4129 100.0
Table (10:2.13) Ranking obstacles which lake it difficult for Kuwaiti woien to work
Difficulties
Total Score
1 2 3 4 5 6 7 8 No X Rank
Faiily attitudes towards woien work 36 39 27 21 23 17 14 5 1004 14.0 2
Society attitudes towards woien work 15 33 20 23 22 25 17 18 801 11.2 6
Husband will not p e n i t 65 40 42 26 15 4 5 3 1267 17.7 1
Religious factor 21 32 36 31 20 19 9 8 926 12.9 4
Sufficient incoie 16 19 19 17 28 28 29 16 730 10.2 7
Day nursery care lacking 33 29 25 15 22 24 19 14 904 12.6 5
Working condition 40 25 21 28 23 16 20 9 950 13.7 3
Low levels of Education 13 20 12 16 11 14 23 51 579 8.1 8
Total 239 237 202 177 164 147 136 124 7161 100.0
Table (10.2.14) Ranking the best occupations for Kuwaiti woien
Occupation
Total Score
1 2 3 No X Rank
Education 144 19 6 476 47.3 1
Hedical 6 25 10 78 7.8 3
Nurses 7 21 2 65 6.5 4
Adiinistrative 9 9 7 52 5.1 5
Clerical 8 4 3 35 3.5 6
Secretary 4 7 7 33 3.3 7
Housewife 4 2 4 20 2.0 8
Socail service - 4 8 16 1.6 9
Technician & Engineering 1 - 6 9 0.9 10
Other (lainly any jobs 
with no lixing)
46 32 20 222 22.0 2
Total 229 123 73 1006 100.0
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X X X X X X
1.KuMditization (replacement of foreign workers 
by qualified Kuwaiti citizens) should be a 
aajor priority of the goverment
67.5 22.5 6.7 2.5 0.8 100.0
2.Kuwaitis are reluctant to accept aany of the 
jobs (e.g. lanual work, sweeper, waitress, 
pluiber...etc) usually perfoned by Non-Kuwaitis
46.7 40.0 8.3 3.3 1.7 100.0
3.If incentive payaents were provided would Kuwaitis 
accepts these jobs above
20.0 33.3 20.4 14.2 9.6 97.5
4.Host students should go into sciences and vocational 
work because of insufficient nuaber of Kuwaitis
41.7 42.8 6.7 5.8 1.7 98.7
5.Harried Kuwaiti woaen should not work outside the 
hoae
11.7 25.4 12.1 30.8 19.6 99.6
6.Children will be adversely affected if the aother 
goes out to work
32.9 29.2 7.9 20.8 7.5 98.3
7.The Islaaic religion allowing the aixing of aales 
and feaales at the place of work
20.4 33.3 25.0 9.6 8.3 96.6
8.Parents should encourage their unaarried daughters 
to go out to work
44.6 35.4 10.4 3.7 5.0 99.1
9.Governaent encourages woaen to work 40.4 33.7 11.7 5.8 4.2 95.8
10.Kuwaiti society encourage woaen to work 30.8 41.2 10.0 11.2 4.2 97.4
11.Place of work with no aixing is aore attractive 
to woaen
39.2 28.7 14.6 11.2 5.0 98.7
12.Eaployers should provide aore opportunities for 
Kuwaiti woaen to work on a part-tiae basis
47.1 32.9 11.2 5.0 2.9 99.1
13.Media help in changing attitudes of aen towards 
woaen work
23.3 37.1 22.5 10.8 5.0 98.7
14.Nages in the private sector should be changed in 
order to attract aore Kuwaitis
34.6 29.6 16.7 10.8 7.9 99.6
15.The retireaent age (ie 20 years of service for aen 
with ain age of 45 and 15 years for woaen irrespe- 
tive of her age) should be increased to 60 years 
rather than length of service in order to retaining 
Kuwaitis.
17.5 15.8 14.6 23.7 27.5 99.1
16.Eaployaent policy should be changed to provide aore 
opportunities for Kuwaitis.
62.9 25.0 7.1 3.3 1.7 100
* Non respondents ( as before)
10.3 Students in Higher education (lale & feiale)
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Table (10.3.1) Age group Table (10.3.2) Speciality at Secondary School
Age groups
Hale Feiale Hale Feaale
Freq X Freq X Freq X Freq X
15 - 19 years 14 13.3 12 8.3 Arts 60 57.1 69 47.6
20 - 24 71 67.6 126 86.9 Sciences 39 37.1 64 44.1
25 ♦ 19 18.1 7 4.8 Others 1 1.0 4 2.8
No repsonse 1 1.0 - 0.0 No repsonse 5 4.8 8 5.5
Total 105 100.0 145 100.0 Total 105 100.0 145 100.0
Table (10.3.3) Reason behind subject choice
Reasons
Hale Feaale
Freq X Freq X
Science is easier than arts 4 3.8 3 2.1
Arts is easier than sciences 23 21.9 21 14.5
Access to university 10 9.5 2 1.4
Easy to get a job 7 6.7 2 1.4
Faiily preference 15 14.3 17 11.7
Own preference 44 41.9 98 67.5
Others - 0.0 1 0.7
No repsonse 2 1.9 1 0.7
Total 105 100.0 145 100.0
Table (10.3.4) Students distribution by faculty
Faculties
Hale Feaale
Freq X Freq X
A. Sciences 22 21.0 35 24.1
1. Sciences 10 9.5 17 11.7
2. Engineering & Petroleua 10 9.5 10 6.9
3. Hedicine 1 1.0 2 1.4
4. Allied Health 1 1.0 6 4.1
B. Huaanilities & Social sciences 43 40.9 48 33.1
1. Arts & Education 16 15.2 24 16.5
2. Law 6 Sharia 4 3.8 3 2.1
3. Coi»erce,Econoaic I political 23 21.9 21 14.5
science
C. Applied Education 39 37.1 58 40.0
D. No repsonse 1 1.0 4 2.8
Total 105 100.0 145 100.0
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Table (10.3.5) Intention after graduation
Hale Female
Freq X Freq X
Pursue a higher degree 46 43.8 41 28.3
Look for a job 49 46.7 93 64.1
Private business 5 4.8 5 3.4
Stay at hoie * 0.0 2 1.4
Others 1 0.9 1 0.7
No response 4 3.8 3 2.1
Total 105 100.0 145 100.0
Table (10.3.6) Preferred Sector of Employment
Hale Female
Freq X Freq X
A. Public Sector 82 78.1 119 82.1
1. Ministries & other governient departments 51 48.6 81 55.9
2. Public authorities providing services 2 1.9 8 5.5
3. Public corporations 13 12.4 16 11.0
4. Public companies 16 15.2 14 9.7
B. Joint * Sector 4 3.8 3 2.1
C. Private - Sector 15 14.3 22 15.1
1. Private trading companies 6 5.7 8 5.5
2. Banks 5 4.8 8 5.5
3. Other Private business 4 3.8 6 4.1
0. Co-opertive - Sector 4 3.8 1 0.7
Total 105 100.0 145 100.0
Table (10.3.7) Ranking reasons for work preference
Hales Females
1 2 3 4 Total score 1 2 3 4 Total score
Reason
No X R No X R
Better Pay 29 23 4 11 204 28.2 1 18 16 23 43 209 18.9 4
Job security 22 12 19 16 178 24.6 3 25 39 33 14 297 26.9 2
Self fulfilment 21 16 18 12 180 24.9 2 64 20 14 17 361 32.7 1
Better working 22 9 15 16 161 22.3 4 18 30 27 20 236 21.5 3
conditions
Total 94 60 56 55 723 100.0 125 105 97 94 1103 100.0
* R : Rank
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Table (10.3.8) The relationship between work in the public sector
(linistries & other governient depts) and better pay
COUNT
EXP VAL
RON PCT Ministries and other governient depts
COL PCT
TOT PCT No Yes Row total
























Coluin 75 92 100.0%
Total 44.9% 55.1%
chi-square OF significance Min E.F. Cells with E.F.< 5
16.14073 3 0.001 12.126 None
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Table (10.3.9) The relationship between work in the public sector














































OF significance Min E.F. Cells with E.F.< 5 
3 0.028 3.072 2 of 8 (25.0%)
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Table (10.3.10) The relationship between work in the public sector


































































chi-square OF significance Hin E.F. Cells with E.F.< 5
10.74163 3 0.013 3.1 1 of 8 (12.5%)
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Table (10.3.11) The relationship between work in the public sector














































OF significance Hin E.F. Cells with E.F.< 5 
3 0.0000 11.833 none
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Table (10:3.12) Intention 
to work after graduation
(feaale only). Table (10:3.13) Main reasons of not wishing to work after graduation
Freq X Reasons Frequency X
Yes 115 79.3 Faiily will not perait 2 1.4
Ho 17 11.7 Husband Mill not p e n i t 1 0.7
Oo not knoM 9 6.2 Pursue Higher education 15 10.3
No response 4 2.8 Want to get larried - -
Work socially unacceptable - -
Total 145 100.0 Want to stay at hoie 1 0.7
Others 1 0.7
No response 125 86.2
Total 145 100.0
Table (10:3.14) Work intentions after 





Freq X Freq X
Yes 105 72.4 77 53.1
No 10 6.9 27 18.6
Do not knoM 23 15.9 29 20.0
No response 7 4.8 12 8.3
Total 145 100.0 145 100.0
Table (10:3.15) Ranking totives for wishing to work
Motive
Feiales Total Score
1 2 3 4 5 No X Rank
Kill tiie 16 18 20 34 35 315 16.6 3
Self-fulfilient 85 23 14 7 2 575 30.2 1
Increase incoie 11 21 22 34 33 306 16.1 5
Independence 12 53 24 17 16 394 20.7 2
Enhance social prospects 12 14 39 26 27 312 16.4 4
Total 136 129 119 118 113 1902 100.0
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Table (10:3.16) Ranking of lain Obstacles perceived as preventing noaen froa working
Hales Feaales
Total Score Total Score
1 2 3 4 5 6 7 8 No X R 1 2 3 4 5 6 7 8 No \ R
faaily attitudes towards woaen work 11 30 18 16 2 6 8 0 528 16.0 2 22 29 18 14 16 13 8 9 685 14.1 2
Society attitudes towards woaen work 8 9 20 13 8 8 6 11 391 11.8 4 10 11 24 23 15 11 24 15 572 11.8 6
Husband will not perait 35 24 15 12 4 3 2 1 628 19.0 1 47 26 30 11 7 9 6 1 861 17.8 1
Religious factor 34 13 7 10 7 2 5 6 505 15.2 3 18 20 10 19 18 15 12 15 595 12.3 5
Sufficient incoae 3 11 10 11 17 13 12 9 356 10.8 5 8 13 8 10 22 25 19 23 477 9.8 7
Day nursery care lacking 3 5 13 13 18 16 10 4 346 10.4 7 10 20 23 18 16 18 20 8 614 12.7 4
Working condition 7 7 11 9 16 14 15 2 354 10.7 6 17 16 20 22 23 21 11 3 656 13.6 3
Low levels of Education 3 3 5 5 6 8 10 33 201 6.1 8 12 6 4 13 9 12 20 42 381 7.9 8
Total 104 102 99 89 78 70 68 66 3309 100. 144 141 137 130 126 124 120 116 4843 100.
R: rank
Table (10:3.17) Ranking of the best occupations for Kuwaiti woaen in the 
opinion of higher higher students.
Hale Feaale
Occupations
Total Score Total Score
1 2 No X Rank 1 2 No X Rank
Education 84 1 169 75.8 1 107 1 215 71.0 1
Hedical 1 8 10 4.5 4 1 9 11 3.6 3
Nurse 8 3.6 5 - 4 4 1.3 5
Social service 1 1 0.4 7 1 1 3 1.0 6
Clerical 1 1 0.4 7 1 - 2 0.7 7
Technician I Engineering - - - - - * - -
Secretary 1 1 0.4 7 • - - - -
Adainistrative 1 1 3 1.3 6 1 - 2 0.7 8
Housewife 9 - 18 8.1 2 4 - 4 2.6 4
* Other 6 - 12 5.4 3 29 * 58 19.1 2
Total 101 21 223 100.0 144 15 303 100.0 245
* (Other Beans any jobs provided with segregation at the place of work).
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l.kuvaitization (replaceient of foreign workers by qualified 
Kuwaiti citizens) should be a sajor priority of the govt.
43.8 77.2 24.7 15.2 4.8 3.4 0.9 3.4 2.9 0.7 99.1 99.9
2.Kuwaitis are reluctant to accept sany of the jobs (e.g. 
unual work, sweeper, waitress, pluiber etc) usually 
perfoned by oon*tuvaitis.
58.0 59.3 28.4 32.4 4.8 4.2 2.9 1.4 4.8 0.7 99.1 100.0
3.If incentive payients were provided would Kuwaitis 
accepts these jobs above
11.4 13.8 22.9 24.2 34.3 18.4 19.0 24.2 10.5 12.4 98.1 97.2
4.dost students should go into sciences and vocational 
vork because of insufficient nuiber of Kuwaitis
42.9 49.7 28.4 33.0 19.0 4.8 5.7 9.7 1.9 2.8 98.1 100.0
S.harried Kuwaiti vonen should not vork outside the hoie 
4.Children vill be adversely affected if the nother
52.4 9.0 25.7 23.4 9.5 9.7 4.7 24.9 3.8 31.0 98.1 100.0
goes out to vork 45.7 23.4 21.9 24.1 1.9 9.7 4.7 28.3 0.9 14.5 97.1 100.0
7.The Islaiic religion allows the nixing of sales and 
feiales at the place of vork
32.8 19.3 14.3 35.9 27.4 15.9 13.3 11.0 10.5 14.4 98.5 98.7
8.Parents should encourage their uniarried daughters 
to go out to vork
11.4 51.0 24.7 32.4 21.9 9.0 13.3 5.5 24.8 2.1 98.1 100.0
9.6overnient encourages voien to vork 20.0 37.9 40.0 42.8 25.7 8.3 5.7 4.9 1.9 2.1 93.3 98.0
lO.Kuwaiti society encourage voien to vork 17.1 29.7 29.5 35.9 23.8 9.7 14.3 19.3 10.3 3.4 95.0 98.0
11.Place of vork with no lixing is tore attractive to voien 54.2 53.1 22.9 25.5 9.5 10.3 5.7 5.5 2.9 3.4 97.2 97.8
12.Eiployers should provide tore opportunities for Kuwaiti 
voien to vork on a part-tiie basis
28.4 58.4 24.8 29.0 21.0 3.4 5.7 4.1 19.0 3.4 99.1 98.5
13.Kedia help in changing attitudes of ten towards voien vork 18.0 29.7 30.5 42.8 31.4 15.2 9.5 4.2 7.4 2.8 98.3 94.7
ll.dages in the private sector should be changed in 
order to attract tore luvaitis
42.8 17.9 31.4 23.4 9.5 13.1 9.5 30.3 5.7 14.5 99.0 99.2
15.The retireient age (ie 20 years of service for ten vith 
tin age of 45 and 15 years for voien irrespective of her 
age) should be increased to 40 years rather than length 
of service in order to retaining Kuvaitis.
35.2 18.5 14.3 15.9 13.3 14.4 18.1 19.3 1 U 29.7 98.0 100.0
14.Eiployient policy should be changed to provide sore 
opportunities for kuvaitis.
53.3 43.4 37.1 24.1 4.8 4.9 2.9 2.1 0.9 2.1 99.0 98.4
17.6overment encourages students for science study 44.7 40.7 41.9 42.1 3.8 9.7 3.8 5.5 2.9 - 99.1 98.0
18.6overment encourages students for vocational study 45.7 33.8 41.0 38.4 8.4 17.9 1.9 9.0 1.0 - 98.2 99.3
If.Do you think providing incentive payients vould change 
the students attitudes towards science and vocational 
study.
51.4 52.3 34.2 29.7 1.9 8.3 3.8 7.4 5.7 2.1 99.0 100.0
* don respondents ( as before)
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10.4 Students at secondary education (lale/feiale) 
Hale 150, Feiale 186 (44.6*, 55.4*)
Table (10.4.1) Age Structure Table (10.4.2) Level of study
Age groups
Hale Feiale Hale Feiale
Freq * Freq * Freq * Freq *
less than 15 3 2.0 - - First level - - - -
15 - 19 years 128 85.3 175 94.0 Second level 58 38.7 20 10.7
20 + 18 12.0 11 6.0 Third level art 3 2.0 31 16.7
No repsonse 1 0.7 - - Third level science 7 4.6 21 11.3
Four level art 43 28.7 53 28.5
Total 150 100.0 186 100.0 Four level science 39 26.0 60 32.3
No repsonse - - 1 0.5
Total 150 100.0 186 100.0
Table (10.4.3) Reason of choosing this speciality
Reasons
Hale Feiale
Freq * Freq *
Science is easier than arts 5 3.4 3 1.6
Arts is easier than sciences 23 15.3 20 10.8
Access to university 11 7.3 15 8.1
Easier to get a job 11 7.3 3 1.6
Faiily preference 13 8.7 14 7.5
Own preference 67 44.7 101 54.3
No repsonse 20 13.3 30 16.1
Total 150 100.0 186 100.0
Table (10.4.4) Intentions after present study
Hale Feiale
Freq * Freq *
Pursue higher education (university) 84 56.0 141 75.8
Pursue higher education (applied education) 22 14.7 33 17.7
Look for a job 21 14.0 7 3.8
Pursue training courses at training centres 5 3.3 - -
No repsonse 18 12.0 5 2.7
Total 150 100.0 186 100.0
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Table (10.4.5) Work intentions after graduation
Hale Feiale
Freq X Freq X
Yes 119 79.4 165 88.7
Ho 15 10.0 3 1.6
Oont know 14 9.3 17 9.1
No response 2 1.3 1 0.6
Total 150 100.0 186 100.0
Table (10.4.6) Preferred sector of eiployient
Sectors
Hale Feiale
Freq X Freq X
A. Public Sector 119 79.3 150 80.6
1. Ministries & other govt, departaents 90 60.0 120 64.5
2. Public authorities providing services 11 7.3 10 5.4
3. Public corporations 8 5.3 9 4.8
4. Public coipanies 10 6.7 11 5.9
B. Joint Sector 8 5.3 6 3.2
C. Private Sector 21 14.0 30 16.2
1. Private trading coipanies 2 1.3 4 2.2
2. Banks 7 4.7 18 9.7
3. Other private business 12 8.0 8 4.3
D. Co-operative Sector 2 1.4 - -
Total 150 100.0 186 100.0
Table (10.4.7) Ranking of reasons for the preferred sector
Hales Feiales
Reason
1 2 3 4 Total score 1 2 3 4 Total score






























































Total 143 76 62 61 985 100.0 179 142 129 123 1523 100.0
* R : Rank
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Table (10.4.8) Occupation preferred
Occupation
Hale Feiale
Freq X Freq X
Education 15 10.0 74 39.8
Hedical 8 5.3 20 10.7
Nurse - - - -
Social Service - - 10 5.4
Clerical 11 7.3 23 12.4
Engineers & Technicians 20 13.3 13 7.0
Secretary - - 2 1.1
Adiinistrative 42 28.0 28 15.0
A n y  Officer 32 21.4 - -
Other 4 2.7 3 1.6
No response 18 12.0 13 7.0
Total 150 100.0 186 100.0
Table (10.4.9) If lanual Mork received higher 
Mages than ad i inistrative work Mould this 
Rake it acceptable ?
Hale Feiale
Freq X Freq X
Strongly agree 30 20.0 18 9.7
Agree 50 33.3 43 23.1
Uncertain 42 28.0 60 32.3
Disagree 11 7.3 35 18.8
Strongly Disagree 13 8.7 26 14.0
No response 4 2.7 4 2.1
Total 150 100.0 186 100.0
Table (10.4.10) Work intentions 





Do not knoN 21 11.3
No response 6 3.2
Total 186 100.0
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Table (10.4.11) Main reasons for not wishing to
work after graduation.
Freq X
Faiily will not periit 1 0.5
Husband will not periit 1 0.5
Pursue higher education 54 29.0
Mant to get Rarried - -
Mork socially unacceptable 4 2.2
Mant to stay at hoee - -
Other - -
Ho response 126 67.8
Total 186 100.0
Table (10.4.12) Work intentions after larriage and having children
After Rarriages After having 
children
Freq X Freq X
Yes 122 65.6 83 44.6
No 13 7.0 34 18.3
Do not know 49 26.3 63 33.9
No response 2 1.1 6 3.2
Total 186 100.0 186 100.0
Table (10.4.13) Ranking of wotives for wishing to work
Motive
Feeale Total Score
1 2 3 4 5 No X Rank
Kill tiRe 17 39 29 46 36 456 17.8 3
Self-fulfilRent 128 18 10 10 8 770 30.1 1
Increase incoee 11 28 31 30 61 381 14.9 5
Independence 18 67 34 26 14 526 20.5 2
Enhance social prospects 12 26 53 38 29 428 16.7 4
Total 186 178 157 150 148 2561 100.0
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Table (10:4.14) Ranking of lain Obstacles perceived as preventing woaen froa working
Hale Feaale
Difficulties
Total Score Total Score
1 2 3 4 5 6 7 No X R 1 2 3 4 5 6 7 No X R
Faaily attitudes towards woaen work 29 27 25 18 14 3 3 613 17.0 2 39 46 24 28 15 11 9 857 17.9 2
Society attitudes towards woaen work 14 20 29 17 20 15 12 533 14.8 3 23 24 28 19 23 25 25 665 13.9 3
Husband will not perait 51 33 19 11 8 5 2 730 20.2 1 58 43 32 16 14 10 7 957 20.0 1
Sufficient incoae 11 19 13 20 20 24 20 464 12.9 5 14 14 17 30 42 27 22 589 12.3 5
Day nursery care lacking 20 22 15 19 16 17 11 516 14.3 4 21 28 19 25 27 28 17 664 13.9 4
Working condition 13 17 12 14 18 25 17 430 11.9 6 18 18 19 23 22 30 30 577 12.0 6
Low levels of Education 10 7 11 12 11 19 36 422 8.97 7 12 9 25 20 15 25 41 479 10.0 7
Total 146 145 124 111 107 108 101 3608 100.0 185 182 164 161 158 156 151 4788 100.0
* R : Rank
Table (10:4.15) Ranking of the best occupations for Kuwaiti woaen in the opinion of Secondary Education Students.
Hale Feaale Total
Total Score Total Score Total Score
Occupations
1 2 No X Rank 1 2 No X Rank 1 2 No X Rank
Education 82 11 175 52.2 1 144 8 296 73.1 1 226 19 471 63.7 1
Hedicine 6 11 23 6.9 4 10 12 32 7.9 3 16 23 55 7.4 4
Nurse 5 12 22 6.6 5 2 8 12 3.0 4 7 20 34 4.6 5
Social service 1 1 3 0.6 7 2 2 6 1.5 6 3 3 9 1.2 6
Clerical - - - 0.9 - - 1 1 0.3 9 - 1 1 .0.1 10
Technician & Engineering - - - - - 1 1 3 0.7 1 1 3 0.4 9
Secretary 1 1 3 0.9 7 1 2 4 1.0 7 2 3 7 1.0 8
Adainistrative 2 - 4 1.2 6 2 - 4 1.0 7 4 - 8 1.1 7
Housewife 35 1 71 21.2 2 5 - 10 2.4 5 40 1 81 10.9 2
Others 17 - 34 10.1 3 15 7 7 9.1 2 32 7 71 9.6 3
Total 149 37 335 100.0 182 41 405 100.0 331 78 740 100.0
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Table (10.4.16) Couents on Stateients about the eaployient situation in Kuwait (Students (sale I feiale) at secondary education)
Cf]fA BB n t
strongly
agree







H X F X H X F X H X F X H X F X N X F X X X
l.Kuwaitization (replacement of foreign workers by 
qualified Kuwaiti citizens) should be a lajor 
priority of the govt.
60.0 65.6 21.3 19.9 9.3 3.2 4.0 8.6 4.0 2.2 98.6 99.5
2.Kuwaitis are reluctant to accept aany of the jobs 
(e.g. aanual work, sweeper, waitress, pluiber etc) 
usually perforaed by non-Kuwaitis.
52.0 60.8 26.0 21.0 14.7 12.4 4.7 3.8 2.0 2.0 99.4 100.0
3.If incentive payients were provided would Kuwaitis 
accepts these jobs above
5.3 7.5 9.3 14.5 39.3 40.9 20.0 13.4 22.0 16.8 95.9 93.1
4.Host students should go into sciences t vocational 
work because of insufficient nueber of Kuwaitis
38.7 33.3 35.3 42.5 9.3 12.4 10.7 7.5 5.3 4.3 99.3 100.0
5.Harried Kuwaiti woien should not work outside the 
hoie
43.3 9.1 20.7 19.9 6.7 10.8 15.3 28.0 12.7 31.2 98.7 99.0
6.Children will be adversely affected if the aother 
goes out to work
52.7 24.7 25.3 25.8 8.0 11.3 7.3 25.8 5.3 11.8 98.6 99.4
7.The Islaiic religion allows the aixing of tales 
and feiales at the place of work
10.0 19.4 20.7 25.8 22.0 17.7 18.0 16.7 26.7 19.9 97.4 99.5
8.Parents should encourage their umarried daughters 
to go out to work
18.0 54.3 33.3 32.3 14.7 6.5 15.3 3.8 17.3 2.7 98.6 99.6
9.Government encourages woien to “work 25.3 53.2 38.7 32.3 18.7 7.5 4.7 3.8 10.7 2.2 98.1 99.0
10.Kuwaiti society encourage woien to work 12.7 24.2 30.7 34.4 25.3 17.2 12.7 14.5 12.0 5.9 93.4 96.2
11.Place of work with no lixing is lore attractive 
to woien
34.0 44.1 23.3 26.9 21.3 13.4 12.0 7.0 7.3 8.1 97.9 99.5
12.Employers should provide tore opportunities for 
Kuwaiti woien to work on a part-tiae basis
31.3 60.2 35.3 26.9 10.7 4.3 10.0 6.5 12.0 2.1 93.3 100.0
13.Hedia help in changing attitudes of ien towards 
woien at work.
20.7 27.4 36.7 33.9 20.7 15.1 10.7 14.5 8.7 8.6 97.5 99.5
14.Wages in the private sector should be changed in 
order to attract lore Kuwaitis
28.7 10.7 22.7 16.1 22.7 22.6 12.0 28.0 13.3 22.6 99.4 100.0
IS.The retirement age (ie 20 years of service for 
■en with iin age of 45 and 15 years for woien 
irrespective of her age) should be increased 
to 60 years rather than length of service in 
order to retaining Kuwaitis.
20.7 19.4 21.3 22.6 20.2 13.4 14.7 22.6 22.0 22.0 98.9 100.0
16.Eaployient policy should be changed to provide 
■ore opportunities for Kuwaitis.
62.7 62.4 17.3 21.5 9.3 7.0 3.3 6.5 5.3 1.6 97.9 99.0
17.Goverment encourages students for science 
study
52.7 50.5 31.3 32.8 5.3 8.1 6.0 3.2 2.7 5.4 98.0 100.0
18.6overnient encourages students for vocational 
study
31.3 25.3 32.7 39.2 23.3 16.7 8.0 9.7 4.0 5.9 99.3 96.8
19.Do you think providing incentive payients would 
change the students attitudes towards science 
and vocational study.
36.0 35.5 34.7 37.1 16.0 16.7 6.7 5.4 6.0 4.8 99.4 99.5
* Non respondents ( as before)
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10.5 Stateients about eaployient situation in Kuwait (six groups)
Table (10.5.1) Kuwaitization (replacement of foreign labour by qualified 
Kuwaiti citizens) should be a major priority of the government.
Source D.F. Sum of squares mean square F:Ratio F:prob
Between groups 5 200.78 40.2 37.93 0.000
Within groups 987 1045.1 1.1
Total 992 1245.9






2.69 1 X X X X X
X : denotes pairs of groups significantly different at the 0.05 level
Table (10.5.2) Kuwaitis are reluctant to accept lower level jobs (sweepers, 
waitress, barber, butcher, carpenters, plumbers...etc) usually reformed by 
non-Kuwaitis.
Source D.F. Sum of squares mean square F:Ratio F:prob
Between groups 5 27.49 5.5 6.31 0.000
Within groups 990 862.99 0.87
Total 995 890.48






2.1 1 X X X X X
Table (10.5.3) If incentive payients were provided, do you think Kuwaitis 
can charge their attitudes toward lower level jobs.
Source D.F. Sum of squares mean square FrRatio F:prob
Between groups 5 82.89 16.58 10.74 0.0000
Within groups 958 1479.18 1.54
Total 963 1562.1






3.45 5 X X X
3 8 6
Table (10.5.4) Host students should go into science and Vocational study 
because of insufficient nuaber of Kuwaitis.
Source D.F. Sui of squares ■ean square F:Ratio F:prob
Betweer groups 5 17.96 3.59 3.25 0.0064
Ni thin groups 979 1081.13 1.10
Total 984 1099.1




2.07 6 X X
2.08 5 X
2.15 1 X X
Table (10.5.5) Harried Kuwaiti woien should not go to work outside the hoae.
Source D.F. Sua of squares aean square F.-Ratio F:prob
Between groups 5 305.12 61.02 31.37 0.0000
Mi thin groups 978 1902.53 1.94
Total 983 2207.65
aean group 3 5 1 2 4 6
1.82 3
2.34 5 X
2.99 1 X X
3.21 2 X X
3.48 4 X X X
3.53 6 X X X X
Table (10.5.6) Children will be adversely affected if the Bother goes out to 
work
Source D.F. Sua of squares aean square F:Ratio F:prob
Between groups 5 186.57 37.31 21.15 0.0
Mi thin groups 980 1729.12 1.76
Total 985 1915.69
aean group 3 5 2 1 6  4
1.51 3
1.87 5 X
2.40 2 X X
2.65 1 X X
2.70 6 X X X
2.86 4 X X X
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Table (10.5.7) The Islaiic religion allows the Mixing of Males and feaales 
at the place of Nork.
Source D.F. Sua of squares aean square F .-Ratio F:prob
Betweer groups 5 161.33 32.27 17.27 0.000
Within groups 965 1802.64 1.87
Total 970 1963.97




3.31 5 X X X
3.46 3 X X X
3.58 1 X X X
Table (10.5.8) Parents should encourage their unaarried daughter to go out 
to work
Source D.F. Sua of squares aean square F:Ratio Frprob
Between groups 5 249.95 49.99 36.54 0.000
Within groups 980 1340.73 1.37
Total 985 1590.68




2.36 1 X X X
2.79 5 X X X X
3.14 3 X X X X X
Table (10.5.9) The Governaent encourages woaen to work
Source D.F. Su b of squares aean square F:Ratio F:prob
Between groups 4 44.18 11.04 10.16 0.0000
Within groups 797 866.72 1.09
Total 801 910.9




2.25 3 X X X
2.35 5 X X X
Table (10.5.10) Kuwaiti society encourages woaen to work
Source D.F. Sua of squares aean square F:Ratio Frprob
Between groups 4 45.96 11.49 8.19 0.000
Within groups 791 1109.23 1.4
Total 795 1155.19




2.70 3 X X
2.78 5 X X X
3 8 8
Table (10.5.11) Place of work where there is no Mixing is lore attractive to 
woaen.
Source D.F. Sua of squares aean square F:Ratio F:prob
Between groups 5 492.92 98.58 62.11 0.000
Within groups 975 1547.71 1.59
Total 980 2040.63
aean group 3 4 6 2 5 1
1.73 3
1.78 4
2.10 6 X X
2.13 2 X X
2.33 5 X X
3.86 1 X X X X X
Table (10.5.12) Employers should provide aore opportunities for Kuwaiti 
feaales to work on a part-tiae basis.
Source D.F. Sua of squares aean square FzRatio F:prob
Between groups 5 107.29 21.46 17.53 0.0000
Within groups 983 1203.37 1.22
Total 988 1310.66




2.02 1 X X
2.35 5 X X X X
2.62 3 X X X X
Table (10.5.13) Hedia helps change attitudes of aen towards woaen work.
Source D.F. Sua of squares aean square FrRatio F:prob
Between groups 4 19.04 4.76 3.60 0.0061
Within groups 807 1066.64 1.32
Total 811 1085.68






Table (10.5.14) Wages in private sector should be changed in order to 
attract aore Kuwaitis.
Source D.F. Su b of squares aean square FzRatio F:prob
Between groups 5 290.40 58.10 32.53 0.0000
Within groups 983 1754.95 1.79
Total 988 2045.35
aean group 3 2 5 4 6 1
2.03 3
2.28 2
2.60 5 X X
3.00 4 X X X
3.36 6 X X X X
3.55 1 X X X X
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Table ( 1 0 . 5 . 1 5 )  The r e t i r e m e n t  age (20 y e a r s  of  s e r v i c e  Mith l i n i i u i  age  
o f  45 f o r  ae n ,  and 15 y e ar s  f o r  Moaen) s h o u l d  be i n c r e a s e d  to  60 y e a r s  
r a t h e r  than l e n g t h  o f  s e r v i c e  i n  orde r t o  r e t a i n  Kuwai t i s .
S ourc e D.F. Sui  o f  s q u ar e s ■ean square F: Ra t i o F: prob
Between gr oup s 5 3 6 . 7 0 7 . 34 3 . 3 1 5 0 . 0 0 6
Hi t h i n  g ro ups 983 2 17 6 . 5 6 2 . 21
T ot a l 988 221 3 . 2 6
■ean group 4 5 6 1 2  3
2 . 7 5  4
2 . 9 5  5
3 . 1 0  6
3 . 1 9  1 X
3 . 2 8  2 X X
3 . 3 3  3 X
Tabl e  ( 1 0 . 5 . 1 6 )  Employment p o l i c y  s h ou l d  be changed f o r  Kuwa i t i s  b e n e f i t s
Sour c e D. F. Sui  of  s q u ar e s ■ean square F : Rat i o Frprob
Betweeri groups 5 5 5 . 6 3 1 1 . 1 3 1 1 . 5 9 0 . 0 0 0 0
Wi t hi n groups 980 9 4 0 . 8 5 0 . 9 6
To t a l 985 9 96 . 47
■ean group 4 2 3 6 5 1
1 . 5 3 4
1 . 5 6 2
1 . 6 0 3
1 . 6 2 6
1 . 6 8 5
2 . 2 2 1 X X X X X X
Ta bl e  ( 1 0 . 5 . 1 7 )  Go ve r n i e n t  e n c o u r ag e s  s t u d e n t s  to  ta ke up v o c a t i o n a l  s t u d y .
Sourc e D.F. Sui  of  s q u ar e s ■ean square FrRa ti o Frprob
Between groups 3 2 6 . 5 6 8 . 8 5 8 . 4 2 0.0000
Withi n groups 573 6 0 2 . 3 9 1. 1
To t al 576 6 2 8 . 9 5
l e a n  group 3 4 5 6
1 . 6 9  3
2 . 0 2  4 X
2 . 2  5 X
2 . 2 9  6 X X
Tab l e  ( 1 0 . 5 . 1 8 )  P r o v i d i n g  i n c e n t i v e  p a y i e n t s  f o r  s t u d e n t s  l a y  change t h e i r  
a t t i t u d e s  towards  v o c a t i o n a l  and s c i e n c e  s t u d i e s
Source D.F. Sue o f  s q u ar e s ■ean square FrRa ti o Frprob
Between groups 3 1 4 . 8 5 4 . 9 5 4 . 1 8 0 . 0 0 6 1
Withi n group s 580 6 86 . 51 1 . 1 8
To t al 583 7 0 1 . 3 5
■ean group 3 4 6 5
1 . 7 5  3
1 . 7 7  4
2 . 0 7  6 X X




Kuwaitisation is easy to comprehend but difficult to implement.
The Kuwaitisation policy, which aims at replacing non-Kuwaiti employees 
by qualified Kuwaiti nationals in all sectors of the economy, was initially 
motivated by the widespread concern among national policy makers that the 
country is becoming too reliant on foreign labour, which significantly 
outnumbers the indigenous population (61% , 39%), and the consequent
implications on the socio-cultural structure of the society. It could also 
be said that the policy was initiated by economic reasons, given the 
importance of promoting the exploitation of the country's human resources 
as a prerequisite for a true socio-economic development in the long run. To 
help realise the policy objectives, the government has adopted certain 
measures whose implementation was thought to contribute towards the 
achievement of the set target for non-Kuwaitis to be 50% of the population 
by the year 2000. This study aimed at providing a critical examination and 
assessment of the policy, its development and the difficulties affecting 
its implementation and the impact thereof on the success or otherwise of 
the policy. In addition, the research tried also to highlight the 
theoretical and policy implications that emerge from the analysis to 
contribute to the body of knowledge, and to help redress the situation and 
give impetus to the Kuwaitisation process, so as to realise the stated 
objectives.
11.1 Summary of the major findings
The major finding by this study is the failure of the policy of 
Kuwaitisation to show any real progress, as evidenced by the fact that the 
ratio of Kuwaiti nationals to the total population and labour force has 
dropped from 43.1% in 1984/85 for population (Table 3.8) to 39.2% in 
December 1988 (Table 3.5) and for the labour force from 22.6% to 18% (table
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5.1 and 3.9). The drop is even greater relative to the mid 1970s (47.5% in 
1975 for population, and 30.2% in 1975 for the labour force), which further 
confirms the severity of the set-back suffered by the replacement policy.
First, The study observes that while there is a decline in the GDP for the 
period 1975-87, there is an increase in the demand for labour. The analysis 
of this phenomenon reveals the following points:
a. The decline in the GDP in money terms was mainly attributable to the 
slump in oil revenues during the 1980s.
b. The initial increase in the demand for labour in the period 1975-85 
(120%) was caused by the emergence of non-oil sectors who showed an upward 
trend until 1985, at a time when the contribution of the oil sector was on 
the decline, confirming the point that the demand for labour was not, in 
the main to meet that of the oil sector.
c. After 1985 the contribution of non-oil sectors to the GDP, started to 
decline causing the demand for labour to slow-down as manifested in table 
3.9, which shows an average annual increase in the demand for labour of 
around 8% in the period 1975-85, dropping to an annual average of about 6% 
in the period 1985-88. Furthermore, the increase in the demand for labour 
during the period 1985-88, although showing a declining rate, was fuelled 
by the rise in demand for non-productive labour as in the last row of table 
3.1. This observed declined in GDP per worker, perhaps by substituting low 
cost Asian worker for higher cost other Arabs worsened the situation and 
reduced the percentage of Kuwaitis in the labour force from 30.2% in 1975 
to 18.9% in 1985. There must be scope for a considerable increase in labour 
productivity by cutting back on foreign workers. Priority in this area 
should yield a considerable increase in the importance of Kuwaitis in the 
total labour force.
d. Labour supply and demand projections indicate that foreign manpower will 
continue to be needed and has to be imported until the year 2000 and
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perhaps beyond.(see 3.4.8). Obviously, there are limited prospects for 
achieving the balanced population by the target date.
Second, Although education and training could have been effectively 
utilised to further the cause of Kuwaitisation the study findings in this 
regard are not encouraging.
a. The students in higher education prefer humanities and social sciences 
to technical specialities, which did not greatly help in qualifying 
Kuwaitis to fill technical jobs badly needed by the country, but mostly 
occupied by expatriates at present. Table 5.7 indicates that the percentage 
of graduates in sciences (engineering and medicine and allied health) is 
small (13.5% in 1987/88) relative to the humanities and social sciences and 
is on the decline (from 17.1% in 1980/81 to 13.5% in 1987/88).
b. The composition of higher education is such that females constitute 
around 62% of the graduates during the period 1980/81-87/88 and in 1989/90 
68% of total students in the university are female students. Given the 
traditional negative attitude towards female employment, as shown in the 
case studies and surveys of Kuwaiti males, a significant proportion of the 
higher education output is likely to be left out of the labour market. 
However, the traditional role for women is increasingly being questioned by 
educated females.
c. Another form of higher education is a 2 year post-secondary education 
organised by the four PAAET colleges. Only one of these vocational training 
centres offers technical training, and even this one does not appeal to 
Kuwaiti students. The preferred alternative to university is the two 
colleges, offering Basic Education and Business Studies which attracted 
75.1% of total Kuwaiti students in 1988/89 who joined the PAAET. This is 
also confirmed by the questionnaires findings that 67% of total Kuwaiti 
students in secondary school prefer higher education at Kuwait University 
(Table 10:4.4). The capacity of the vocational training centres is limited
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with an annual intake of only 900 students, and even this number is not 
guaranteed to be regular because it depends on the willingness of employers 
in the public sector to provide candidates for the offered courses. The 
Centres are not open to the private sector. In addition, there is a waste 
associated with high drop outs. This is a reflection of numerous social 
and cultural attitudes towards technical and vocational education because 
of its low status value compared to university education.
d. At the secondary school level, the curriculum is designed to prepare 
students to compete for places in the higher education institutions and 
does not offer any special vocational or technical education. School
leavers are usually not qualified for any occupation other than Clerical, 
unless given additional training. It is also worth noting that out of the 
total enrollment at this level, slightly more than half are females (see 
Table 3.22) who unless they successfully enter university are more or less 
destined to stay at home. The case studies showed that employers were 
reluctant to recruit females who leave school at 18. Despite the slight
increase of Kuwaiti teachers, only 19.2% of total teachers in secondary 
school were Kuwaitis in 1988/1989 (Table 3.22).
e. School leavers at the age 16 from the intermediate level are generally 
not recruited into employment without additional training. However, the 
proportion leaving education at this level is low.
f. May be the most encouraging development is the increased trend in 
participation of females with secondary and university education observed 
in the last few years (see Table 3.14).
g. Despite government efforts to expand education, the emphasis on academic 
qualifications at the expense of technical and vocational training, 
resulting in shortage of skills, is likely to persist in the near future
and the number of illiterates in the Kuwaiti population is still high 
(Table 3.7), particularly among females.
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Third, The government policies and legislation regarding employment, 
immigration, trade licences and retirement are not sufficiently coordinated 
and harmonised to give impetus to the Kuwaitisation process,
a. Regarding employment, although the Kuwaitisation policy orientation and 
the country labour laws emphasise employment of Kuwaiti nationals in both 
public and private sectors as a priority, the study finds that there is no 
whole-hearted commitment to such a requirement, particularly in the private 
sector. The study observes that the public sector shows relatively more 
commitment as evidenced by the high percentage of Kuwaitis in this sector, 
87% of the total Kuwaiti employees (see Table 2.1). It is also observed 
that the working conditions, especially the working hours and the salary 
structure in the public sector appeal more to the Kuwaitis relative to the 
private sector, where working hours are longer and salaries lower, and 
where the employer's main concern of profit maximisation drive them away 
from employing Kuwaiti nationals, who are believed to be costly and less 
productive relative to their imported counterparts. Further factors are the 
government's offers of guaranteed employment for all Kuwaitis, the 
attractive terms of service and the prestige associated with non-manual 
civil service positions. Furthermore, the questionnaires confirm, that more 
than 80% of Kuwaiti students in higher and secondary education prefer 
employment in the government sector, (Table 10:3.6 and 10:4.6). Despite the 
fact that the labour law requires that at least 25% of any private 
establishment's workforce should be Kuwaiti nationals, in none of the 
surveyed enterprises has this target been achieved, showing the 
ineffectiveness of the government employment laws and regulations when it 
comes to implementation of the replacement policy in the private sector. A 
further piece of legislation, which hinders Kuwaitisation is the 
requirement that whoever resigns from the public sector is not to be 
allowed to take private sector employment for one year.
395
b. The government immigration procedures have recently been tightened to 
discourage Kuwaiti employers from importing foreign labour, particularly 
unskilled, non-productive labour, and certain measures have been taken to 
deal with illegal migrant. However, these measures have failed to bring 
about the intended results, as manifested in the significant rise of newly 
issued work permits for expatriates, which increased from 41,000 in 1985 to 
90, 000 in 1986. Associated with the immigration measures is the government 
regulations regarding the granting of trade licenses to Kuwaiti nationals, 
necessary for an employer who wants to import labour. The major weakness of 
this aspect is reflected in the fact that the licences are issued by the 
Ministry of Commerce without any of coordination with the Ministry of 
Social Affair and Labour, which is responsible for issuing the work permits 
and processing the demands for labour. There is also a lack of coordination 
between the national planning agency and the laws governing the operations 
of the above two ministries. Officials there argue that despite the 
emphasis made in the plan on controlling the issue of new work permits for 
licence holders, the laws have not been changed to meet that requirement, 
and under the circumstance they cannot reject any application for trade 
licence as long as it satisfies the legal requirements. The shortfall 
generated by this situation can be evidently seen in the fact that the 
target set for the new trade licences issue should not exceed 46,000 by 
1989/90 but has been excessively exceeded, as the actual figure was 
128,000 by the end of April 1989. Another aspect is the changing pattern of 
immigration. Proportionately the numbers of Asians are growing faster than 
other Arabs and the Asian new-comers clearly outnumber other Arabs,(see 
table 2.3). This is basically because of cost considerations as Asian 
labour is considerably cheaper. Such trend will obviously have an impact on 
Kuwaitisation in terms of relative cost, and social and cultural pressures.
c. The retirement law, which was enacted as early as 1976 and has not been 
amended since, does not seem to have been designed against the background
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of encouraging more Kuwaitis to stay in work for longer periods. For 
example the law states in one of its provisions that any Kuwaiti citizen 
who serves 20 years or more -not necessarily in a continuous manner- will 
be entitled to retirement at the age of 45, which encouraged 30% of those 
in the age group 41-50 and more than 71% in the age group 51-60 to retire 
early and withdraw from the labour force (see table 5.6). The financial 
aspects of the law also seem to encourage the above trend as it states that 
any additional service beyond 25 years will not increase the pension, which 
has a maximum value of 95% of basic salary and social allowances. 
Furthermore, a pensioner of the age of 45 can exchange his pension at a 
rate of one KD for KD156, while at the age of 65 the rate drops to one KD 
for KD 75, obviously because of age considerations, which provides yet 
another incentive for Kuwaitis to retire at an early age. The law also 
provides a financial disincentive for private sector employers to hire 
nationals as it requires the former to pay a contribution to the pension 
fund in the amount of 10% of the employees salary, in addition to the 5% 
paid by the employee himself. Another obstacle posed by the law is the 
requirement that those who retire are not allowed to seek employment 
elsewhere, irrespective of age or experience.
Fourtii, Possibly one of the most intractable problems facing the
Kuwaitisation policy is the low level of Kuwaiti female participation, due 
to the main socio-cultural factors, which shape the attitudes of family, 
husbands, employers and society-at-large towards female employment. The 
research shows that female participation in the labour force is very low; 
Kuwaiti females are only 4.2% of total labour force, 18.6% of all females 
in the labour force and 23.4% of total Kuwaiti labour force (see table 
3.11), while the percentage of females in the population of working age is 
51% (see table 3.18). The underlying reasons behind the low female 
participation, found by the study centre in the main on the negative social
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attitudes towards female employment and arguably the economic prosperity 
which generates the general belief, particularly among conservative 
families, that males are financially capable of supporting their daughters, 
sisters or wives and do not want to expose them to the social and physical 
embarrassments of work. This view is reflected in the questionnaires, see 
tables 10:2.13, 10:3.16 and 10:4.14, which more or less agree on ranking
the negative family and husband attitude as the top obstacle preventing 
women from joining the labour force, in addition to overall society 
attitudes in line with that of the family. Likewise, the national planners 
seem to reflect this social pattern of thinking by stressing the need to 
confine women to socially suitable occupations such as teaching, medical, 
and social work. The working conditions in some government departments and 
most private enterprises, such as working hours and shift system, lack of 
nursing and child care facilities in the work place, and mixing between 
male and female at the place of work all deter females from seeking 
employment. Additionally, the employers, especially in the private sector, 
discriminate against women in the belief that they are less productive and 
demand more leave and rest hours relative to their male counterparts.
One encouraging feature has been the positive correlation between 
female employment and education, with a resulting substantial increase in 
the participation rate among better educated younger women. The survey 
results among females in higher education show that they do wish to make a 
contribution and use their skills in the labour force. This will help 
Kuwaitisation progress, although it may be a source of social tension in 
the future.
Fifth, At the micro level, one of the study findings is that the 
researched organisations, particularly in the private sector, show no great 
enthusiasm for using their recruitment, training and development, and 
redundancy policies, to promote Kuwaitisation policy.
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a. Regarding recruitment, although the employment policy declared by the 
government encourages employers in both public and private sectors to give 
priority to Kuwaiti nationals , the evidence shows some success in the 
public sector, because it is under the direct control of the government as 
well as the attractive working conditions. The private sector, on the other 
hand, show insignificant response as far as using the recruitment measure 
for promoting Kuwaitisation. Private investors give priority to the 
productivity and cost of the recruit, rather than his nationality, and are 
clearly putting profit maximisation before Kuwaitisation. However, the 
evidence from the NBK case study indicates that progress with 
Kuwaitisation, can be achieved in the private sector. In this case, the 
enterprise indicates clearly in its plan its commitment to Kuwaitisation in 
the assurance that it is the biggest bank in the country and should have 
some social responsibility, in addition to the pressures placed on it by 
the Central Bank to recruit more Kuwaitis as well as the nature of the jobs 
occupied or to be occupied by nationals which are mostly clerical. The bank 
has also embarked on a training programme for its managers, and there has 
been reasonable increase in the number of Kuwaitis among its management 
positions.
b. The evidence from the study reveals the lack of commitment by 
government departments to training and development, in addition to the
absence of a national training plan. The case study from the MPH shows the
insignificance of the training efforts in this department, more or less 
echoed in other departments in the absence of a statutory body to formulate 
and follow up the implementation of a national plan. One explanation given 
for this negligence is the fact that Kuwaitis are concentrated in
administrative and clerical jobs which do not need much training anyway. 
Training is also not appreciated by the Ministry officials as a measure to 
upgrade the capabilities of the Kuwaitis to qualify them to take over jobs 
occupied by expatriates. However/ the evidence from the two public
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enterprises, KOC and KAC, indicates that some attention is paid by the 
enterprises to the training of their Kuwaiti staff for the twin objectives 
of upgrading their efficiency in the existing jobs and qualifying them to 
replace the non-Kuwaitis. The emphasis placed by these enterprises on 
training is reflected in the resources allocated for this purpose 
including the well equipped training centres and facilities operated. The 
general finding is that the private sector does not attach much weight to 
training and depends more on less costly foreign trained labour. However, 
the NBK case study shows that at least one private sector enterprise does 
appreciate the importance of training.
c. As for redundancy, it is almost non-existent as a measure to replace 
non-Kuwaiti employees by Kuwaitis. Although, according to the retirement 
provision employment of 60 year olds or over should be terminated, the 
evidence from both public and private sectors shows that such action in 
some case studies, is not being taken, arguably, to make further use of 
their experience (see table 7.A.4, 7.C.4, 8.B.4).
Regarding management commitment at the micro level to the cause of 
Kuwaitisation, the study finding is that such commitment is stronger among 
public management, relative to their private counterparts. Table 9.1 read 
in conjunction with tables 9.7 and 9.8 confirms the point. Management in 
three organisations in the public sector set quantitative objectives for 
Kuwaitisation of their labour force, discriminate positively in favour of 
Kuwaitis, have stated plans for filling certain jobs with national staff, 
encourage employment of females and appreciate the socio-economic 
dimensions of the Kuwaitisation policy. The explanation given for this 
commitment is the recognition by management of public sector of the need to 
conform to the government policies and plans and help carry them through. 
In the oil industry, in particular, this commitment is not new and is being 
reinforced by the government policy orientation. Such commitment would 
definitely payoff if matched by similar commitment at the higher
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institutional levels. In the private sector management commitment to 
Kuwaitisation is almost non-existent, mainly because of the aforementioned 
reasons of profit maximisation drive , a negative attitude towards 
efficiency of Kuwaitis, particularly in the manual and technically 
challenging jobs, and the reluctance of Kuwaitis to join the private sector 
because of long working hours and relatively low pay.
Pay differentiation, which was generally introduced by the government 
to attract more Kuwaitis seems to have proved relatively effective in the 
public sector as indicated earlier. The study observes that the pay scale 
in the public sector is on average higher than the private sector, with the 
exception of the banking sector, where pay is more or less similar to that 
of the Civil Service. Differentials basically occur because of the payment 
of family and child allowances in the public sector, while for the private 
sector wage differentials were based on a grading approach. However, the 
enthusiasm for this measure and the positive response it attracts from 
Kuwaiti should not blind us from the additional cost implications of its 
implementation, something which necessitates the conduct of a rigourous 
social cost/benefit analysis as its economic rationality appears 
challengeable, a matter beyond the scope of this study. Although, the 
percentage of Kuwaitis employed by the private sector is low, only 11.4% of 
the total Kuwaiti employees, those employed also enjoy the benefits of pay 
differentiation. However, this discrimination provides a disincentive for 
private employers to hire nationals, because of the desire to minimise 
costs.
Concerning the use of technology to help achieve the targeted results 
of Kuwaitisation the study findings show a low consideration of this 
factor. Only two companies took even the first small steps towards 
automation. Technology is initially expected to affect Kuwaitisation, 
mainly in a passive way, to achieve a balance in the composition of the 
labour force by shedding jobs at both ends of the skill spectrum . However,
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if indiscriminately introduced, it could add to the problem by eliminating 
jobs occupied by Kuwaitis, particularly in administrative and clerical 
employments. The evidence from the case studies indicate that this measure 
has been used in the main to reduce non-Kuwaitis with the aim of cutting 
labour cost rather than contributing, even in a passive manner to 
Kuwaitisation. Kuwaitisation could positively benefit from the
introduction of advanced technology in the work force, in the long term, if 
there are intensive technical training programmes and if the technology can 
be easily managed and operated by a small number of employees, to whom it 
would be possible to offer high pay.
Sixth, The influence of social and cultural attitude has on Kuwaitisation 
is not confined to female participation but goes beyond that to, at least 
partially, determine Kuwaitis like or dislike for various sectors and 
certain occupations within the sector and gives rise to a belief among 
employers that nationals are reluctant to undertake manual work and long 
working hours. Table 2.1 indicates clearly the sectoral bias, as 87.1% of 
total Kuwaiti employees work in the public sector. The explanation for this 
trend can be attributed to the fact that desirable employment conditions, 
such as, shorter working hours with limited departments using the shift 
system, comfortable and well paid work relative to the private sector, as 
well as job security and social status are more easily available in the 
public sector. The survey among students in secondary schools and higher 
education (see table 10:3.6 and 10:4.6) indicates the preference of these 
potential employees for getting a job in the public sector, for the same 
reasons given by those already employed, demonstrating a long term trend. 
The responses of the female sample show the need for self-fulfilment, which 
can be better achieved in the public sector where Kuwaitis are 
concentrated, and where segregation in some work places is possible, while
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the male responses emphasise the need for job security and better pay (see 
table 10:3.7, 10:4.7).
The severity of the attitudinal problem, and its detrimental 
implications for the prospects of Kuwaitisation, can be seen in the private 
sector, where there is a general feeling among employers that Kuwaiti 
nationals are inherently inefficient and less productive relative to their 
foreign counterparts. Also, the social set-up with the extended family 
system at its centre, deters private employers from hiring their fellow 
citizens, particularly close relatives. Kuwaiti business owners and 
managers would find it easier to direct, and discipline their foreign 
staff, something which may not be tolerated by fellow nationals who have 
the option of resigning and seeking employment elsewhere. Furthermore, 
the businessmen may want to maintain the confidentiality of their business 
practices, and may not want to expose themselves to fellow nationals, who 
may threaten their business interests in one way or another. Moreover, 
Kuwaiti employees were reluctant to work in the private sector because of 
long working hours, relatively low wages and manual work. Thus, the number 
of working Kuwaitis employed in the private has been falling and now 
represents only 3.3% of those employed in this sector,(see table 3.17b).
Regarding job preference, Kuwaitis generally prefer to take managerial, 
administrative and clerical jobs and do not seem to be interested in or 
qualified for handling technical occupations. Table (3.16a) indicates the 
reluctance of Kuwaitis to undertake manual work as evidenced by their 
meagre presence in agriculture, production and sales occupations and as
labourers mainly because of social and cultural considerations as well as
relatively low pay.
To sum up, the goal of Kuwaitisation has been partially realized, more 
so in the public sector rather than private sector. Educational facilities
have been expanded and improved in order to increase the supply of trained
and qualified national manpower and thus, reduce the country's dependence
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on foreign labour. But neither the Kuwaitisation measures nor the expansion 
and improvement in educational facilities had succeeded in reducing the 
number of foreign employees in the country which stood at (653,408 in 1988 
against 212,738 in 1975).
It could be argued that the failure of the Kuwaitisation policy can be 
attributed to a number of factors: As mentioned in chapter 2 the policy was 
initiated within the framework of the Five Year Development Plan. The basic 
objective of the Plan was to improve the population balance. Therefore, by 
concentration on achieving such an objective less attention than it 
actually deserves has been given to the issue of restructuring of the 
labour force and the specific measures needed to attain stipulated 
replacement ratios within the planning period. The failure of the 
education system to produce the right mix of skills required by employers 
is partly to blame. This failure could also be attributed directly or 
indirectly to the indecision, incompetence and lack of commitment on the 
part of the government. Lack of coordination at the institutional level 
between the various agencies involved in the formulation and implementation 
of the policy, lack of regular follow up and evaluation, incoherent laws
and regulations, absence of enlightenment programmes to change the
attitudes of people towards the importance of participating in the labour
market, inability to mobilise the private sector, social and cultural 
factors, all these are to blame for the demonstrable failure. Certainly on 
the evidence presented in this research it looks as if the Kuwaitisation 
target for 2000 is quite unrealistic.
11.2 Theoretical implications
The findings of this study clearly manifest a significant departure 
from neo-classical literature in the field. An attempt will be made here to 
present and assess the forms and extent of such departure. It has been 
mentioned in the introductory chapter that development literature has
evolved, when discussing labour and employment problems in developing
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countries around two basic premises: a) duality's of labour markets and b) 
co-existence of surplus labour with severe shortage of capital. Attempts to 
conceptualise and theorize in situations where there is abundance of 
capital and shortage of human resources (as the case in Kuwait) are 
virtually non-existent. Only through empirical investigations of labour 
markets and the documentation of experiences of countries with these unique 
characteristics is it possible to develop relevant theories to close 
gradually the apparent gap in literature.
There is also a major difference between the experience of Kuwait and 
what has been postulated in conventional literature pertaining to the 
replacement of one type of labour with another. In the literature survey 
experiences from both developed and developing worlds regarding replacement 
have been cited. Examples from France, Germany and Swizterland have been 
presented to examine the motives, means and results of attempts to replace 
foreigners with natives. Also, the Africanisation policy which was adopted 
in the 1960s in a number of countries has been discussed. Nonetheless, it
can be said that not enough work has been done to draw firm conclusions
which could be generalised as a concrete theory of labour replacement. At 
the best, some models have been formulated to describe the situation in 
each country. These models provide a schematic explanation of the 
experience of these countries. It is true that in terms of motives, means 
and results of replacement attempts, some of the existing models
individually provide an explanation for one or more elements constituting 
this complex process of replacement, but none is comprehensive enough to 
encompass all the variables and factors identified in this study. This is 
basically due the fact that the nature of the replacement problem differs 
substantially between these countries and Kuwait.
first, there is difference in the underlying reasons for replacement. 
For example, while replacement in European countries was basically
initiated for economic reasons (unemployment) and in Africa countries for
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political reasons, in Kuwait the drive is for social, political, cultural 
and long-term economical reasons.
Second, the measures taken to implement replacement also differ 
substantially. While Kuwait is implementing the policy on a gradual step- 
by-step basis, other countries opted for more dramatic measures such as 
repatriation.
Third, there is a difference in the skills-mix of expatriates. In 
European countries the vast majority of expatriates were unskilled; in 
African countries they were technical and professional while in Kuwait all 
types of skills have been considered for replacement.
Fourth, there is a difference in terms of cost. For example 
Africanisation meant that replacing expensive (foreign) labour with 
relatively inexpensive (indigenous) manpower. As the case studies indicated 
Kuwaitisation would mean putting relatively costly natives in jobs 
currently held by less costly expatriates.
The neo-classical literature provides the economic factor (cost 
function and basic production factor) as the way of examining the 
substitutability of factors of production including labour. Obviously, such 
approach is not appropriate in our case. As evidence indicates in this 
study, employment decisions are not determined solely on economic grounds. 
There are a number of interrelated factors that directly affect the 
government's decisions in the area of labour and employment. Thus, it 
could be argued that any attempt to apply these ready-made models or 
theories to describe the case of Kuwait would be meaningless.
As the findings indicate the approach must be an interdisciplinary one. 
Equally with the economic variable, social, cultural, political and 
historical factors must be taken into consideration. Only by looking at the 
problem from these different perspectives, a viable diagnosis can be made. 
It would be possible to identify more easily the underlying reasons, the
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obstacles and problems and the appropriate measures that can be taken to 
reach the stated targets.
11.3 Policy Conclusions
The message that arises from the findings of this study is that 
Kuwaitisation is a highly complex policy and the target originally set by 
the Five Year Development Plan is unattainable. The obstacles facing the 
implementation of the policy are severe, and mainly of economic, social and 
cultural kind. Obviously, removal of such obstacles requires years of
concerted effort and involves several interlinked policy areas.
In the light of the analyses in this study policy decisions are 
required in many key areas such : social attitudes, education and training, 
how to make policy effective at company level, legislation and other 
related areas.
First, evidence has repeatedly shown in this study the prevalence of
negative social attitudes which could be considered as the biggest obstacle 
to the implementation of Kuwaitisation. Unfortunately, the government as an 
employer of the vast majority of Kuwaitis must bear major responsibility 
for these attitudes. The huge oil wealth generated in the last decades 
enabled the government to run a public employment policy as an extension of 
its welfare system and this led to 'wrong attitudes' regarding employment. 
The government provides 'sinecure jobs' for Kuwaitis in the public sector 
and a system of guaranteed employment has been in operation since the early 
1960s. Accordingly the public sector has been staffed by Kuwaitis with 
little concern for their productivity and efficiency. Attractive 
remuneration system has also been adopted and there is a substantial pay 
differential exists between Kuwaitis and non-Kuwaitis owing basically to 
the payment of a social allowance which is paid exclusively to Kuwaitis. 
Evidence has shown as well that pay levels in the public sector are
generally higher than in the private sector. This, coupled with other
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attractive terms of employment (leaves, working hours ..etc) made the 
government an employer of first resort to the Kuwaiti nationals. Moreover, 
the government adopts retirement system whereby Kuwaitis are effectively 
encouraged to take early retirement because of the benefits involved. The 
abundance of the employment opportunities offered by the government led 
many Kuwaitis to be selective and categorize many jobs as being 
unacceptable for them. The negative attitude towards manual jobs is an 
indication of such tendency.
Therefore, there is a pressing need for reform in government employment 
policies. Immediate policy decisions need to be taken in areas of staffing, 
pay and retirement provisions. Moving away from guaranteed employment, high 
pay for low input and beneficial early retirement will have a considerable 
impact towards Kuwaitisation.
An essential characteristic of a viable employment policy is expanding 
participation of citizens in the labour force by providing incentives for 
entry in the labour force and removal of barriers preventing full 
participation of females. There is a need for the government to adopt an 
interventionist policy on female employment. Although there are some 
encouraging s i g n s  for expansion of female participation in the recent 
years, still they have a long way to go. Needless to say that the success 
of Kuwaitisation is contingent, to a considerable extent, on more positive 
participation of Kuwaiti women in the labour force. In this respect 
policies need to be changed to provides equal opportunities for females and 
actions need to be taken to change attitudes of males and employers towards 
female employment. Female employment is socially acceptable only for 
certain limited occupations such as teaching. It is necessary to design 
supportive policies and extension activities which encourage women to enter 
new occupations beside the traditional stereotype ones. This possibly can 
be done through mass of media, social organisations, Mosques to educate the
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population about the social and economic viability of allowing women to 
seek work.
Other measures which could help enhancing female employment include: 
segregation of males and females, wherever possible, at the workplace; 
provision of part-time jobs, day-nursery care, flexible leave of absence 
schedules which would take into account pregnancy and child-birth, and 
flexible working hours.
Second, the findings of the study indicates that education and training 
system at the present is not encouraging for Kuwaitisation. It does not 
appear to create the skills and performance necessary for developing the 
country's human resources in the manner required to attain such an
ambitious plan as Kuwaitisation. Therefore, education and training system
needs a drastic reform. A big effort has to be made to remove the existing 
deficiencies and imbalances with the objective of gearing the output of the 
system towards the real needs of Kuwaiti labour market. Strategies need to 
be adopted with the objective of achieving congruence between educational 
planning and economic and social planning. This requires full coordination 
between the various responsible bodies such as Ministry of Education, 
Ministry of Higher Education, CSC, Ministry of Social Affair and Labour, 
and Ministry of Planning. It also requires an appropriate definition of 
objectives for the education system to achieve increased effectiveness and 
productivity of citizens and to train future generations unconstrained by 
current social, cultural and political norms.
Strategies for reform must involve a complete overhauling of the
education system. Curriculum at each level must be redesigned and merit and 
performance criteria must be introduced. At the present time, the major 
policy emphasis is academic, so that what is needed is a reorientation
towards technical and vocational education. This can be done by direct 
provision of financial incentives or by giving students at intermediate 
levels options of continuing their academic program or joining other higher
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technical colleges. Other measures that can be taken in this area include 
expansion of professional training at middle-level skills by provision of 
more facilities and encouraging people to undertake such training, 
allocation of on-job-training and introduction of centres of excellence for 
selected fields. Also, efforts are needed to educate the masses with the 
objective of changing their attitudes towards work in general and manual 
work specifically. Certainly it takes an ample time to achieve such an 
objective.
No doubt that education has the crucial role in the success of 
Kuwaitisation. To the extent that replacement occurs, labour imports can be 
constrained. Regardless of the precise (numerical) target, the fact remains 
that education is a major instrument for attaining this particular long 
term objective.
Third, in the light of the apparent reluctance of the private sector to 
take active part in the Kuwaitisation process, there is a need for 
comprehensive and well thought-out package of measures to encourage 
employers to contribute positively towards policy objectives, taking into 
account their profit interests and their concern about cost and efficiency. 
Such measures may include:
a) Provision of subsidies to compensate for the likely increase in the cost 
of labour, to develop and train national employees and to introduce less 
labour-intensive activities.
b) Setting targets for private sector establishments to have a specified 
share of their employees from Kuwaitis. Experience has shown that a 
standard percentage for all organisations is not practical because of the 
variations in the nature of activity and the potentialities for filling 
jobs by Kuwaitis. Therefore, rates can vary on sectoral basis. Management 
commitment could be strengthened by instituting a system of financial 
penalties for private sector companies that did not meet individual target.
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c) Close monitoring of the employment practices (recruitment, remuneration, 
firing, ..etc) in the private sector by a governmental body.
Fourth, it is important to pass necessary legislations and/or repealing 
existing Laws with regard to immigration, employment, retirement, issuing 
of trading licences, and naturalisation to bring them in line with the 
thrust of the Kuwaitisation policy; and remove inconsistencies between the 
Laws themselves and government policies and plans.
Fifth, it can be suggested that the slow-down of the pace of 
development, though entails sacrifices in the short and medium terms, could 
help in the log run in developing the indigenous labour force.
Finally, it is essential to establish a Board with members from CSC, 
Ministry of Planning, Ministry of Higher Education, Ministry of Education, 
Ministry of Social Affair and Labour, Trade Union Federation and private 
sector. It has to be mentioned that the evidence in some case studies 
indicated that the use of the term 'Kuwaitisation' is rather sensitive and 
undesirable. Certainly such concern has been raised because of the 
implications of Kuwaitisation on employment security for non-Kuwaitis, 
their productivity in addition to the political implications. Therefore, 
the recommended board needs to be named differently to avoid such 
sensitivity. It can be the National Human Resources Development Board 
(NHRDB) with following objectives: a) setting detailed policy proposals to 
initiate and implement replacement, b) determining priorities for 
replacement in terms of occupations, organisations and sectors, c) 
developing and preparing national human resources needed for replacement,
d) coordinating the efforts of various governmental departments in this 
respect, e) following-up the implementation of the policy down to the 
company level, and f) keeping and providing information and analysis for 
all issues related to the Kuwaitisation policy.
This research has shown the danger that Kuwaitisation will remain a 
dream and merely a Government slogan. It is certainly appropriate for the
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Government to be thinking of a replacement policy but more radical and 




Interviews were conducted mainly among two distinct groups: high- 
ranking government officials, involved in policy making, (see chapter, 5 ) 
and top managers in individual organisations chosen for case studies (see 
chapters 6, 7, and 8).
At the macro-level, among the key figures interviewed were:
- The Minister of Planning;
- The Under-secretary of Ministry Planning;
- The Director of human Resource in the Ministry of Planning;
- The General of the Supreme Planning Council;
- The Assistant Under-secretary of the Ministry of Social Affair
and Labour;
- The Assistant Under-secretary of the Ministry of Education;
- The Under-secretary of the Ministry of Health;
- The Under-secretary of the Civil Service Commission;
- Assistant General Manager of Kuwait university of academic
planning;
- The General Manager of Trading Licences in the Ministry of
trade and Industry;
- The General Manager of Kuwait Investment Authority ;
- The General Manager of PAAET, ....etc.
At the organisational level, investigations and data were collected through 
interviews and examination of the company records. Among those who have 
been interviewed, in KNPC ( Case No.l in chapter, 6) were:
- Deputy Managing Director;
- The Personnel Manager;
- The Director of the Manpower Planning and Development;
- The Superintendent of wages;
- The Recruitment Supervisor;
- The Training Officer;
- 4 Senior Officials in different Departments;
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- Trade Union Official.
In the CBK Case No 2.
- The Managing Director;
- The Personnel Manager;
- The Training Officer;
- The Recruitment Officer;
- 5 Senior Officials;
- Trade Union Officials.
A similar list of company officials were interviewed for the other seven 
case studies reported in chapters 7 and 8. At the macro-level and in the 
case studies a total of 110 interviews were conducted.
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